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PREFACE 
The problem of professionalism in development admin-
istration is del icate to handle and diff icult to solve. The 
personnel in government services have high responsibi l -
ity of not only holding the society together in peace and 
harmony with regulatory powers but also to bring about 
progress and prosperity with plans and projects of speedy 
development. Functioning of the government whatever its 
form maybe, in the developmental a reas will be as ef fec-
tive and frui t ful as whatits personnel have professional-
ism l ikely to make of it. There fore , the work of govern-
ment servants is not only concerned with their personal 
well being but is also closely connected with public w e l -
fare. Thus, to achieve the goals that the nation has set 
for i tself in the true sense of the term, is their primary 
responsibilty. 
During the last few years the problem of organised 
public service has become more complex and dif f icult . 
The economic, social and pol i t ical programmes of a na-
tion have become so collosal that t radi t ional type of a d -
ministration cannot achieve it e f fect ive ly and eff iciently. 
Our public service system is largely modelled on the Brit-
ish pattern which is quite obviously not fit in the present 
circumstances. The system of administrat ion which was 
establ ished by the British rulers in Ind ia , was regulatory 
and rigid. Although the administration was comparatively 
efficient and impersonal, it had hardly any social phenom-
enon. Tradit ions, customs and habits die hard and the lin-
gering overioadship and bureaucrat ic at t i tudes that we 
witness today in the government servants is no doubt a 
hangover of the colonial era which must be replaced by 
a social ly or iented system. Prime Minister Lai Bhadur 
Shastri in his f irst broad cast to the nation on assuming 
office hadsaid 'there is a wide spread fee l ing that exten-
sive reform of development administrat ion is essential if 
the task of economic development and social reconstruc-
tion are to be accomplished. The administrat ive organi-
sation and its methods and processes must be modern-
ised if it is to become an effective instrument of economic 
change'. Publ ic officials should think and see that cer-
tain thing which are essential for our progress are im-
plemented properly. 
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The country would go down if the old Brit ish system 
operative in India is st i l l rigidly followed in which the 
public servants were not supposed to be concerned with 
the national problems, progress and development plans. 
Government is aware of the need for change and a new 
approach, but unfortunately, the manner in which and the 
extent to which changes have taken place betrays a cer-
tain amount of r igidity of the system. The changes have 
been very slow and the system continues to be set in the 
same old pattern. It lacks dynamism and professional ism 
in development administrat ion to changing needs. 
It is, therefore, necessary to find out a new approach 
to the problem of recrui tment and training of the public 
servants and methods and procedures of development ad-
ministration, as It cont l tute the crux of the problem. 
The purpose of the present study is to make a assess-
ment of various personnel engaged in developmental task 
with special reference to recruitment and t ra in ing have 
been tackled inte l l igent ly Imaginatevely and pract ical ly 
and fruitfully. We have to reorientate the whole basis of 
our administrative recrui tment and much misunderstand-
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j ng has been generated by the repea ted aphor ism tha t the 
" s e r v i c e s are servants of t he p e o p l e . It is only ha l f of the 
t r u t h . In fac t it cons t i t u tes the e l i t e s and the most i n f l u -
e n t i a l sec t i on of p o p u l a t i o n . It is to be examined as to 
w h a t means are to be a d o p t e d so as to br ing out a pe r -
f e c t c o o r d i n a t i o n between b u r e a u c r a t i c e lements , d e v e l -
o p m e n t a l ac t i v i t ies and d e m o c r a t i c fo rces so as to e n s u r e 
b o t h e f f i c i ency , p r o f e s s i o n a l i s m , accoun tab i l i t y and p r o -
d u c t i v i t y . 
The thesis has been divided into five chapters including conclusion. 
The f i r s t chapter dealswith the concep t of deve lopment A d -
m i n i s t r a t i o n as opposed to c l a s s i c a l or t rad i t i ona l a d m i n -
i s t r a t i o n . The d is t i nc t ion is n e c e s s a r y to be c l a r i f i e d . As 
not a l l admin i s t ra t i on is d e v e l o p m e n t a l and not a l l d e -
v e l o p m e n t is p lanned . The m a j o r causes of d e c l i n i n g 
the Deve lopmen t A d m i n i s t r a t i o n are a lso d i s c u s s e d . At 
the same t ime its d i f fe ren t a p p r o a c h in India and d e v e l -
o p i n g c o u n t r i e s has a l s o b e e n t o u c h e d upon in t h i s 
c h p a t e r . 
S e c o n d chapter is e n t i t l e d as Ro le of Bu reauc racy in 
d e v e l o p m e n t , It covers the c o n c e p t of Bureaucracy g i v e n 
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by various th inkers . Along with this, the role played by 
bureaucracy in the task of development can hardly be 
overemphasised as it acts as the most v i ta l agency to 
bring about the requirement in the quickest of time with 
least friction. The role played by bureaucracy in devel-
opment has been dealt in quite details in this chapter. 
Different developmenta l programmes for SC /ST and un-
der priviliged sect ion of society are also discussed for 
the upliftment of their social , economic and educational 
conditions of l i fe . 
Third chapter dea l t with the concept of recrui tment , 
various ideas have been given in this sphere . The task 
of personnel admin is t ra t ion as how to recru i t new and 
able employees for the public services and making use 
of the old ones in order to maintain a wel l sa t is f ied pro-
ductive work fo rce . It is proposed to study and analyse 
the problem of recruitment thoroughly. Along with this the 
role played by local administration and distr ict person-
nel are also h igh l ighted . It covers actual posit ion of the 
district officer in development administrat ion of the dis-
trict and his re lat ionship with Panchayati Raj Institutions. 
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This section endeavours to analyse the professional ism 
from the inside before going for the recrui tment . We must 
make it clear that what exactly the professional ism is in 
the present context , and the recruitment pol ic ies of pro-
fessional are also discussed. 
Fourth chapter is a detai led coverage of the objectives 
and the problems faced for providing the training to the per-
sonnel. The present emphasis on t ra ining also reflects 
the recognition that in a world of growing professional -
ism and fast chang ing technology, those who run the 
country must update their knowledge and appl icat ion of 
new concepts and approaches to solution of problems. 
Training given to developmental personnel is also men-
tioned in th ischapter , how they go to their respect ive ar-
eas and getting the tra ining for implementing the devel-
opmental programme which comes from centre and state 
governments. 
The concluding chapter five is the summary, and con-
tains observations based on the study. If these observa-
tions along with the other ones given in the preceding 
chapters are taken seriously. Remedies and suggestions 
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have also been made for the improvement of the recruit-
ment and training policy of government and it may likely 
improve the professional ism in development administra-
tion. 
The efficiency of any administration ult imately depends 
upon the quality of recruits and the subsequent training 
of its personnel. Therefore the problems of recruitment 
and training have a special signif icance in India today. I 
have tried to make a thorough assessment of merits and 
demerits of various recruitment systems. The new person-
nel system has got to became professionaly knowledge-
able with regard to the best ways in which the new func-
tions could be imp lemented . Our system has been a 
closed one in the sense that we sti l l cont inue to keep 
specialists at a lower level , even the best among them, 
both in terms of status and salary. Whi le the need is to 
place special ists at higher levels so that they may be 
able to give proper advice to the dicision - makers par-
ticularly in development administrat ion. 
My thanks are due to my AMMI, and AAPA for their invaluable 
contribution, love and affection which cannot be forgotten ever. 
VIU 
It is my pleasant duty to record my deep sense of g ra t i -
tude to Prof. T. A. Nizami, Chairman, Department of Po-
l i t ica l Science, for his constant encouragement and con-
t inuous interest in my work. I am greatly indebted to the 
extyiimely inspiring guidance and inexhaustible fo rbear -
ance of my supervisor Dr. Mohd Abid, Reader in the De-
partment of Political Science, Al igarh Muslim Universi ty , 
A l igarh . It is, therefore, with a deep sense of reverence 
that I take this opportunity to express my immense g r a t i -
tude to Abid Saheb for all that he has done to enable me 
to complete this work. 
I am also deeply beholden to Prof. M. A. Kishore, Prof. 
M u r t a z a Khan, Dr. Mohd M a h m o o d , Dr. Arif H a m e e d 
Reader in the Department of Pol i t ical Science, Dr. Af tab 
Alam for the help they extended during this study and for 
making several valuable suggest ions. 
Mr. M. C. Maharishi, Asstt. L ibrar ian , Indian Inst i tute of 
Publ ic Administration, De lh i , Mr. Wali Mohd Khan, Semi 
p ro fess iona l in M.A. Library, A . M . U . Aligarh, D i rec tor 
S o c i a l W e l f a r e D e p a r t m e n t of U P . and C . D . O s of 
F a i z a b a d , Al igarh, Gonda, Dehradun,Jhans i , Lucknow 
IX 
were extremely helpful to me during the course of prepa-
ration of this thesis. I acknowledge with thanks the co-
operation I recieved from them. 
I would be fai l ing in my obl igat ion if I donot place on 
record my thanks to Dr. Syeed-uz-Zafar MM, Ahmedabad 
and his p a r e n t s , Mr. I sh t iyaq A h m a d , Miss. An isa 
Wahiduddin, Arshi , Saba, Kaleem, Riyaz , Javed, Bobby, 
Amir and Col leagues for their unfa i l ing help, sympathy 
and cooperat ion. 
I pray to almighty Allah for the peace of sacredfsole j 
of my beloved father Late Mr. Abdul Hai Khan Advocate, 
my Taya Late Mr. Abdul Bari Khan and BARI AMMA who 
were very keen to see me at the top of the ladder in my 
life. I am grateful to them for their blessing from the Eden 
Garden in making my dream come true' 
n 
(B(LAL AHMAD KHAN) 
CHAPTER - I 
THE CONCEPT OF DEVELOPMENT ADMINISTRATION 
DEVELOPMENTAL AND NON- DEVELOPMENTAL ADMINISTRA-
TION: 
The development has been conceived in terms of a rapid eco-
nomic and social growth and enhanced productivity, primarily for 
the common man in the remote vi l lage where real India exists. 
There should not to be too much stress on developmental 
against non-developmental administration. There are many areas 
which are similar in both kinds of Administration and at the same 
time there are many issues which distinguish them from each 
other. 
Development Administration and Non-Development Adminis-
trat ion are simitar as far as how rules, laws, policies and norms 
are concerned and implemented by government Organisations. 
They differ from each other so far as their complexity, Scopearxi 
objectives are concerned. The degree of innovation in develop-
mental administration is greater than in non-developmental ad-
ministration. The difference is seen in the mixes of developmen-
tal or non-developmental ecological setting in administrative de-
partment. The developmental process does not start only with the 
achievement of political freedom. It is widely believed that devel-
z 
opment administration is related only with the administration of 
developing countries. The concept of dichotomy that public ad-
ministration is concerned of developing countries is highly mis-
placed. Such concept can only bring down the utility of the con-
cept of development administration in its application to the 
comprative analysis of developed and developing countries. This 
is not necessarily to mean that the colonial rule was non-develop-
mental and non-colonial governments are developmental. In India, 
before independence many developmental programmes were ini-
tiated by the Britishers. It may be possible that a country inspite 
of having self-rule finds itself unable to start developmental pro-
grammes. This would be incorrect to say that colonial rule is only 
concerned with the law and order administration, while public ad-
ministration under self government is mainly developmental ad-
ministration. 'Many of the newly independent nations give top pri-
ority to the necessity for maintenance of law and order"(^ > 
In an administrative setup certain organisations are created 
specially for developmental purposesand they are treated as de-
velopmental; while others are treated as non developmental, such 
as, planning Commission, development banks etc are treated as 
developmental one, but other parts of administrative setup should 
not be considered as non developmentaLThis kind of separation t>e-
tween developmental and non developmental can create the problem 
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of low moraleof officials who are lined up for performing non de-
velopmental activities. 
So called non-developmental activities like maintenance of law 
and order and collection of taxes are also indirect processes of 
development because if there is a problem of maintenance of taw 
and order no development can take place. Areas inhabited by hardened 
crininals are clear examples where developmental activity can not 
take place because the fruits of development are taken away by 
the criminals. In the same way if the collection of taxes is not up to 
the required demand then the finance for developmentalactivities 
would not be available. So it is clear that public peace as well as 
adequate machinary for tax collection should be considered essen-
tial for developmentalactivities 
Any difference between developmental and non developmental 
activity has not clearly been established so far. Only varying de-
grees of development orientation exists In different programmes. 
As has been explained earlier that development administrator 
is often concerned with a high degree of Innovation in admini 
stratlve setup, this should not mean that other parts of adminis-
trative setup which dont require much innovation are purely non-
developmental. 
In practice, this kind of dichotomy does not take place, 'noth-
ing is e i fKxr fully developmental or fully non-developmental us 
r 
ing the term hot or cold, even forgetting another category, viz. 
warm which can be used to describe variations in the tempera-
ture"<2) 
Fall of DevBlopment Administration: 
Development Administration has been one of the major aspects 
of the study of public Administration in our times. It constitutes a 
vital part of the study of public administration, special ly hdevel-
oping countries, for it owes its genesis in the necessity of devel-
opment of these countries. However, the intellectual anticedent of 
the concept of development administration lies with some west-
ern scholars; who, during the period following the world War II, ad-
vocated the necessity of a new development-oriented administra-
tion for effective implementation of developmental plans and pro-
grammes for overall socio-economic development of the under 
developed Afro-Asian and Latin American countries. In order to 
ascertain such a view, the concept of development administra-
tion has come of age within a span of last three decades with what 
Caiden calls a distinct theory, idioiogy, polit ics and strategy of 
its own. <'> 
Different theorists have given different definit ions of the con-
cept of development administration. While Montgomery has de-
fined development administration as 'carrying out planned change 
in economy and to a lesser extent in the social services of the 
States".<^> According to Fred Riggs development administrat ion 
stands for both administration of development and development 
of administration and thertexists a 'chicken and egg'type of rela-
tionship.(^> Another scholar, Edward weidner has said that devel-
opment administration "as action oriented, goal-oriented admin-
istrative system'.(') 
Whatever be the appropriate def inl ion of the development ad-
ministration, it has been drawing a lot of attention of both theo-
rists and practitioners of development phenomena in the context 
of upholding societal values In the developing nations. But very 
recently, it is being alleged on the part of some theorists that the 
concept of development administration is on decline. Such an a l -
legation has, infact, became a challenge to the existence of the 
concept of development administrat ion. Let us, therefore, study 
the factors which are responsible for such a fall of develpment 
administration. 
Factors Causing DBCllne : 
Ovar-RellancB on Bureaucracy: 
One of the most important factors responsible for fall of devel-
opment administration is perhaps the over - reliance on and over-
expectation from the role of bureaucracy After achieving freedom 
from colonial domination, most of the developing countr ies be-
gan to institute their developmental poNcies for implementation 
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by the bureaucratic apparatus as it was thought to be the spear-
head of the state administrative machinary. For such a purpose, 
measures like administrative reform in the structure of adminis-
tration were adopted to herness It to cope with the prevailing 
light. 
At the very begining of the adoption of the concept of devel-
opment administratbn, most of the Third World Countries were 
instituting it to assist planners and policy-makers engaged in the 
task of nation-building in these countries. Thus, development ad-
ministration was concerned with transforming western administra-
tive structure and methods to the developing nations under the 
influence of Weberian model of bureaucracy. But after a decade's 
experience, it was realised that both the Westren concept of de-
velopment and Weberian m^del of bureauracy were totally inap-
plicable to the process of development of these countries. Thus, 
the emphasis of development administration shifted towards in-
creasing the capability of bureaucracy with its all-pervasive influ-
ence over administration, that subsequently resulted in develop-
ment of a never concept of bureaucracy which is often called, in 
the literature of development administration, 'committed bureauc-
racy' such a concept of committed bureaucracy once emerged 
as a very influential as well as a universal model for developing 
countrlesL Even In a developing country like India former premier Smt. 
IndiraGandhi advocated for committed bureaucracy. 
India, like some other developing nat ions, left no stone 
unturned to make her bureaucracy committed to the goal of na-
tion-building. There was no deficiency in taking reform measures 
to change the authoritarian attitude, inherited from colonial rule 
of our bureaucracy. Yet four decades experience of the role of bu-
reaucracy In administering development shows no worth-mention-
ing results. India^low ranking in UNDP's Human Development In-
dex, on counts of poverty, illiteracy, ill health - special ly in rural 
areas, where the so called committed bureaucrats were directly 
involved in innplementing developmental programmes, experienced 
no worth mentioning betterment. Such observations of the role of 
bureaucracy in India as well as in most of other developing countries 
can but lead to the conclusion that the role and capabi l i ty of bu-
reaucracy has been hitherto over estimated. 
Faulty Planning Process : 
Another major reason for the fall of development administra-
tion is adoption of faulty process of planning which often has led 
to over-planning and over administration. During the decades of 
50s and 60s, the dominant paradigmof development was institu-
tion - building and planning. Most of the developing countries en-
gaged in such process were functioning under expert advice to 
institute various developmental plans and programmes, Such proc-
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esses were also supported by developmental economists of these 
countries to develop mobilisation of existing and new resources 
and cultivation of appropriate capabilities to have better growth 
and to achieve developmental goals. Thus, development adminis-
tration, as defined by Weidner, become action-oriented and goal 
oriented system to realise definite programatic values. 
After such an effort to harness development administration in 
India as well as in other developing countries, development still 
continues to be the most dominant issue, need for a decentral-
ised, people-oriented development administration not withstand-
ing. In fact, what development administration in these countries 
really lacks is existence of the necessary set of conditions. Ac-
cording to Henderson & Dwivedi this necessary set of condtions 
consists of social, economic, cultural and political changes. These 
include, an expanding economic base, a tax base professionally 
trained manpower, political legitimacy, cultural secularisation, and 
a superstructure capable of governing. They also say, 'the absence 
of these qualities in turn presented another paradox : governing 
and managerial capabilities were most scarce when they were 
more needed in the underdeveloped nations."(^> 
Corruption : 
Besides these two major factors, spreading of corruption, both 
in administration and politics has contributed to the decline of 
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development administration. As a matter of fact, development ad-
ministration developed no concept to check corruption as none 
can encompass the extent of corruption in a developing country. F.W. 
Riggs while visiting third world countries once tried to point out 
and focus on the prevailing traditional and semi-traditional prac-
tices in politics and administration of these countries which can 
but lead to a system getting engulfed with corruption' <'>. It is not 
correct to say that there is no measure to prevent administration 
from being corrupted. In fact, the responsibility lies with the whole 
system of socio-politico-economic reality. How can a few rule-bou 
ndbureaucrats keep the administration as well as government im-
mune from corrupt practices when the whole system is indiffrent 
to morality ? The preventive measures against corruption, how-
ever, are enacted for civil servants only. No such measures ex-
ists for either politicians or other subordinate-level employes who 
hold no less influence over administration than the civil servants. 
The multi-crore rupees securities scam or Hawala point to the 
need to change the whole politico-administrative system instead 
of just targetting the bureaucrats for remedial action. 
Following an assessment of politico administrative system of 
each of the TNrd World countries on the lines discussed above, 
one can easily hypothesise that the concept of development ad-
ministration is bound to be on decline. But at the same time, it is 
to be kept in mind that the fall or decline, however deep and dan-
gerous it may be, does not nullify the resurgenceor revival and develop-
ment of development administration in the decades to come. Even 
after the disintegration of Soviet Union and fall of Socialist ad -
ministration, development administration would continue to exist 
with all its ramifications. 
DEVELOPMENT ADMINISTRATION IN INDIA : 
Development administration in the Indiancontext is a network which 
start at central level and goes down t> Block levels for the implementation 
and execution of social welfare programmes, primarily for the common 
man in the remote villages where real India exist. Most of the rural areas 
In India are the backward areas characterused by inclement climatic con-
ditions, drought, the desert,levine and hihareas with people having less 
employment apportunities low income and inadequate production to meet the 
bare minimum requirement of daily life. After independence R. Nehru em-
barked upon a programme of building a new India relying on a bureauc-
racy as an agency of change. 
The success of every programme has to be judged from the point of 
view of administrative structure and the capacity to handle the various 
organisational methods smoothly. The staffing pattern and their reciuit-
ment and training therefore form an important aspect of developmental 
administration. The training of various functionaries who are involved in 
the execution of development programmes has always been identif ed as 
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vital to enable them to Improve upon their competence and to recognise 
and respond to the changing problems and needs of the programmes. 
After the Introduction of Panchayati Raj in almost all the states, the need 
for training at various levels has become all the more important. 
The administrative system of independent India has been inherited 
from the British Colonial system. Britisherhad major intention to use the 
Indian resources as much as theyoaJJ and very little care was given by 
them to develop administration of India solely for the sake of economic 
development and social changes. The British Administration was related 
with the maintenance of law and order and tax collectiononly. in Independ-
ent India we have often changed the boundaries of administration. After 
independence sphere of the functions of government has vastly changed 
from only being the guardian of law and order to a welfare state. Now, 
government's role has expanded for the welfare and well being of its citi-
zens. This major shift in its aims became a turning point for the interven-
tion of state into economic and social fields. For the transformation of the 
backward society, in underdeveloped countries, from abysmslsocial, po-
litical and economic conditions into a well developed country, required to 
be well planned in which the government itself has to be the main planner 
of developmental effort. The principal planner is to provide the incentives 
to the system for social changes and also to remove hurdles and elimi-
nate imbalances which can effect the system in transition, red-tapBrri^ ivi-
sion of work, hieraidiical arrangement of offices etc. are considered to be 
12 
the ills of bureaucracy and due to these deficiences in the civil service, it 
brings down its role in the society. This criticism of bureaicracy shows its 
weakness to play an active role in development administration in India. 
The principal planner, the government itself promotes and accelerates 
all developmental efforts. And these social and economic developmental 
activities in the country have acquired for the bureaucracy a new impor-
tance in the mission of nation building. Dwivedi and Jain have drawn at-
tention to another dysfunctional aspect of development bureau::racy, their 
observation isthat.'the central issue of development administration is no 
longer just one of manageability of the administrative structure. It is moie 
afundamental one: the incompatibility between bureaucracy, as a form of 
institutionalised social control and development agency, capable of defin-
ing quality of life for populations'^ ") in this section the main focus is how to 
face the problem of socio-economic development by the administration. 
These challenges required proper attention to adopt a new environment 
and change the idea of maintenance of law and order only to the achieve-
ment of the targets to be accomplished rapidly with least waste and less 
failures. It has to udertake many social and economic fundionsfor bring-
ing about social and economic changes for nation building and improving 
living standards of the society. By bringing about this major change in its 
focus, the reputation of bureaucracy will ultimately change into develop-
ment administration. Formerly the style of working of bureaucracy was 
based on colonial requirements but now, it is in the frame work of demo-
13 
cratic setup with active involvement of the people for whose welfare state 
exists. In recent times in India the basic issue which has come up Is 
whether the bureaucracy and its functioning is inherited from colonial rule 
can responseto the changing values, aspirations and goals of society? In 
conclusion of this issue we can say that,' amore carefully orgainsed and 
deliberately adopted bureaucratic structures and its working would pos-
sible be more flexible and capable of being positive towards the develop-
ment requirements".^" The close system of impersonal operation of devel-
opmental programmes, the rigid acceptance to formal rules sticking to 
precedents and clinging to outdated procedure, must be replacedby for-
ward looking, change oriented and result oriented system. Administration 
is permitted to take initiatives, responsibilities and innovations for devel-
opment and social change. 
The Business of the modern state is performed mostly by its 
administative agencies. Paul Appleby said,'The heart of administration 
is the management of programmes designed to serve the general wel-
fare.'^^ The welfare activities if the state administration takes place in all 
the comers of the country and developmental programmes related to bring 
about a total change not only in urban areas of the society but rural areas 
as well, specially in agricultural sector too. British Colonial ruler's inter-
ests were to use India's resources as hiuch as possible and hardly both-
ering about developmental work. Their aim was to use bureaucracy for 
their own interests not as an instrument of economic and social change. 
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After attaining independence the fundions of government machinary have 
changed Instead of maintaining law and order alone, welfare and well t>eing 
of Its citizens has become its primary fundion. Government started many 
programmes in post independence period, bureaucracy was required to 
actively implement these programmes for removing the poverty, reducing 
unemployement and illiteracy. Many more schemes were launched but ma-
jority of them failed continuously, because the reasons for their failurs were 
never identifed. The tool of state which is called bureaucracy has been 
able to stall many programmes and actually become an obstacle in the 
way of developmental work. The last independence day message which 
Sardar Patel gave on 15 August 1950,hsdsaid that,' Our Public life seems 
to be dagenerating Into a fun of stagnant water; our conscience istroubled 
with doubts and we despair about the possibilities of improvement. We 
donot seem to be profiting either from history or experience. We appear 
helplessly to be watching the sid4e of time taking away the rich corn, leav-
ing behind the bare and whitened stals. We talk, while paramount need is 
that of action, we are critical of other peoples exertions but lack the will to 
contribute our own'.^ ^ The state has become the main apparatus of devel-
opment of the society, while the bureaicracy is considered as basic tool 
of the state. After Independence our political system has changed towards 
bureaicractic, while administrative system is turning more ardmore politi-
cal. Ralph waldo Emerson, has given a portral of bureaucracy," These 
tools, have some questionable properties. They are reagents, machinary 
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is aggressive, the weaver becomes the web, the machinest a machine."" 
The broadening of state activity into economic and social develop-
mental activities has acquired new importance in development adminis-
tration for the task of nation building. For this process a national plan-
ning, heavy responsibilities exist with the administrators for bringing about 
welfare goals in a society. 
The fundions occuring to the governmental bureaucracy thus goes be-
yond the tradifonal frame of reference of a iaissez fair state.'^ ^ 
Many times questions are raised about the developmental work of 
bureaucracy as an agent of political, social & economic change. Laski 
observed that; 'the characteristics of bureaucracy are its passion for rou-
tine administration, the saorifice of flexibiity in rules, delay in making de-
cisions and a refusal to embark upon experiment.'^ ^ 
The modern development administration in India exercisesmany pow-
ers and fundions for the welfare state and to change the economic life of 
the people. It is very essential that these powers should be exercised for 
development purposes for the common man in the remote villages where 
real India exists. "The manner in which this power of the official at various 
levels is exercised is an acid test of democracy, in pradice the centre of 
power is Delhi and state capitals which will have to be deconcentrated to 
the villages."^^ 'Dei^ elopment or modernisation is a social process which 
can be influenced, in large measure, by human design. Activity related to 
development is normatively directed towards the overiding and interre-
lated goals of ndlon building and socio-economic progress.'^ ^ Thus there 
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is a developmental network which starts at central level and goes down to 
blocks level for the implementation and execution of social welfare pro-
grammes so far these programmes are implemental with considerable 
success. Development has a very wide field, in a country like India where 
thereare many social problems, some how or the other>related with eco-
nomic problems social welfare activities should be given high priority by 
bureaucracy. Central and state governments always try to develop more 
and more resources for devlopmentai programmes and try to provide in-
service training to bureaucracy to prepare them for any future problems. 
A development service cadre was constituted under the rural devel-
opment department in 1973. It consisted of [1] class I officers; planning 
officer, administrative officers, Deputy chief Executive Officers. [2] Class 
II officer Block Development officers.'^'These officers were considered 
as state civil service cadre performing only development work in their re-
spective areas. At the district and block levels. The development admin-
istration which has the power and prestige required for developmental 
work is used in the interests of masses. Not only these bureau::rats imple-
ment a host of programmes in the sphere of developmental jobs take family 
planning, adult education, Education of handicapped, health education, 
Controlling of diseases, providing medical relief etc., wherever needed^ 
are called upon to make special arrangements for scheduled castesand 
schedueled tribes. In the context of administration of development pro-
grammes, it is necessary to maintain law and order subject to controls of 
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accountability to the people they serve. To fulfill their duty, the administra-
f on should be forward looking in the matters of decision making and solv-
ing problems of people. The administration should be in close touch with the 
masses by means of regular consultations, information and guidance. The aj-
ministratbncommunity relationship will develop a strong mutual trust and 
confidence in each other, hence^ it will accelerate development pro-
grammes. Finally it is also necessary to make changes in the official's 
socio-personal, socio - administrative and socio cultural relationships for 
changing his attitude towards his fellow beings his subordinates and po-
litical leaders with whom he comes in contact so frequently. Ddvelopment 
Administration working in an atmosphere of mutual trust and confidence 
will help in achieving targets for the development of the country. 
IS 
DEVELOPMENT ADMINISTRATION IN DEVELOPED AND DEVELOPING 
COUNTRIES: 
Now a days to classify the modern state into two broad catego-
ries on the basis of their development is a very common practice, 
that is developed and developing. The environment is a characteris-
tic of a development and development is related with the nature of 
administration of that country. It is termed as developed and 
developing'ln the category of more developed countries are countries 
of western Europe, North America, Scand inav ia , Australia, 
NewZealand, Russia, Japan, Israel and now South Korea too.'^' In 
these type of countries there is a high degree of task specialisation 
and each organ of administration has specialised purpose like agri-
culture, transport, defence, budgeting, personnel, planning etc. These 
countries also have well defined political structures i.e. political par-
ties, elections, legislature. Chief executive, cabinet etc. Theseorgans 
of government design rules and regulations and formulate policies and 
then administration is expected to implement them. The bureaucra-
cies are very large having specialised sub units which get targets to 
attain. Actually they perform a wide range of governmental activity, 
they accept direction from rule making bodies of government, they 
are also considered as professionals. Its most Important mission is 
to carry out the policies of political decision -making bodies. There 
is a clear line of demarction between bureaucracy and othe/politlcal 
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organs engaged in political process of the country. The political sys-
tem is stable and mature while the bureaucracy is well developed in 
developed countries. The government activity enlarged on a wide 
range of public and personnel affairs. Administration in thesecoun-
tries is legitimate and politically accountable and responsive. They 
are recruited on the basis of merit and right orientaion for efficiency 
and public good. The developemental programmes have specific 
sphere to perform in hierarchical structures and wide functions that 
must be performed by development administration for ther betterment 
of community. There are countries which are refered to as developed, 
Wiile some others are called developing. Many names are given to 
this class of countries, like less developed, emergent, transitional 
expectant, under developed, but developing has found more support 
because their present situation is not permanent and it may go into 
the category of developed countries.'^ These types of countries are 
mostly in Africa, South or Latin America, some Island nations, Asia 
(except Japan and South Korea) and some countries in Europe also 
come under this category.'^^ 
The differnce between developed and developing countries ad-
ministration is quite striking. This is because of their difference in 
culture, language, political climate, administrative setup, and histori-
cal background. The process of modernisation being undertaken in 
developing countries differ from developed countries. The develop-
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ing countries were mostly under colonial rule and they inherited their 
developmental administration from colonial administration, which was 
aimed only at the utilisation of their resources and maintaining taw 
and order. Colonial rule obviously does not care about improvement 
of social and economic upliftment of the country they rule. The bu-
reaucracies in developing countries which have not been under colo-
nial rule show a different pattern. In these developing countries new 
civil service was developed, fresh in personnel, goals, structure and 
activities. They were made aware of new goals, like economic devel-
opment, social and educational advancement, they were more politi-
cally oriented with a sense of responsibility,than the bureaucracies 
under colonial rule.^ So the administration of developing countries 
after independence, concentrated more on developmental pro-
grammes along with maintenance of law and order. With the ever grow-
ing activities of the government, developmental fundionsare of great 
importance in these countries. There are many government agencies 
which come forward to implenented different developmental pro-
grammes. Their activities are coordinated to give effect to the gov-
ernmental programmes. For example, in India, administration mainly 
plays a coordinationg role in activities like food and civil supplies in 
a situation of general shortage of these commodities. The adminis-
tration is supposed to e}ercise complete control over them. Apart from 
this, the developmental administration is also responsible for many 
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welfare programmes for the weaker sections of the society, like, pro-
grammes for the help of handicapped people, women and children, 
scheduled caste and schedule tribes etc. and they also through the 
election commission help to conduct the election of parliament and 
state assemblies. In the developing countries administration works 
at the gross roote level and make the ncessary plans for the rural 
areas by the institution of local self government. 
Another area in which public bureaucracy in developing countries 
play a crucial role for the development and stability of democracy. 
Most of these countries lack a genuine commitment to democratic val-
ues and process despite the service they render to them. In some 
countries like India, Israel and Mexico, democracy ranks at an equal 
footing with economic development as a major goal, Bureaucracy, in 
most of these countries, is regarded as a major instrument of social 
change, it maintains services oriented to both, the rules and the ruled. 
In developing countries there are several types of administration, 
opted in different circumstances. 
Traditional Autocratic: 
Such as found in Saudi Arabia, Morocco. Paraguay etc. It is tra-
ditional in its style of ruling. 
Bureaucratic Elite: 
Thailand, Pakistan, Brazil, Sudan. Peru. Indonesia^^ are a few 
example of this type. In thes system political power is separated from 
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effective power and political participalion by the people is vey lim-
ited with political power being vested in the hands of civil and mili-
tary bureaucracy. 
Dominant Party Mobilization: 
Such as Algeria, Bolivia, Egypt, Tanzania, Tunisa, Male etc.^^ as 
some examples of the systems. In these countries the dominent party 
may be the only legal party which ensures its position by coercive 
techniques. The government follows certain ideology and there are 
mass demonstrations of loyality to the government. There is a great 
stress on a programmes for development and show of nationalism 
Polyarcfiai Competitive : 
This type of administration is found in Philipines, Malaysia, Costa 
Rica, Greece etc.'^^ In these countries political participation exist on 
the lines of modern developed states, but they are often interrupted 
by military take over, though it might be temporary. 
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CHAPTER - II 
ROLE OF BUREAUCRACY IN D E V E L O P M E N T 
Concept of Bureaucracy: 
Bureaucracy has emerged as a dominant f ea tu re of the 
c o n t e m p o r a r y wor ld . V i r t u a l l y everywhere in p u b l i c or 
l a r g e p r i va te o r g a n i s a t i o n d e v e l o p e d or d e v e l o p i n g n a -
t i on ' s bureaucra t ic s t r u c t u r e s are a un i ve rsa l p h e n o m -
e n o n . Economic, soc ia l and p o l i t i c a l l i fe are e x t e n s i v e l y 
i n f l u e n c e d by bu reauc ra t i c o rgan i sa t i ons . I n d e e d , e v e n 
the t r ansm iss ion of k n o w l e d g e and cu l tu re have o f t e n 
become bu reauc ra t i sed and to the extent that t he w o r l d 
i t s e l f is o rgan ised , i ts o r g a n i s a t i o n is l a rge ly b u r e a u -
c r a t i c . N o w h e r e h a s t h e t e n d e n c y t o w a r d s 
bu reauc ra t i sa t i on been g r e a t e r than in the rea lm of g o v -
e r n a n c e . Hans Rosenberg has r i gh ty observed t h a t " f o r 
g o o d or e v i l , an e s s e n t i a l pa r t of the persent s t r u c t u r e 
o f g o v e r n a n c e c o n s i s t s o f i t s f a r f l u i n g s y s t e m o f 
p ro fess iona l i sed a d m i n i s t r a t i o n and its h i e ra r chy of a p -
p o i n t e d o f f i c ia l s upon whom soc ie t y is t h o r o u g h l y d e -
p e n d e n t . Whether we l i v e under the most t o t a l i t a r i a n 
d i s p o t i s m or in the most l i b e r a l democracy, we a re g o v -
e r n e d to a c o n s i d e r a b l e ex ten t by a b u r e a u c r a c y of 
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some kind" ' 'Bureaucracy' is a perp lexing term and 
has been subjected to many d i f ferent definit ions. It is 
used var iously to identify an inst i tu t ion or a caste, a 
mode of operat ion, an ideology, a view of veiwing and 
organising society, a way of l i fe , a social category etc. 
The term bureaucracy appears to have began its career 
to describe a government by off ic ials. Vineet de Gourney 
is said to have coined the term in 1745 . From the start 
its use appears to have been pejorat ive and its focus to 
have been on government off icials. It was seen as a form 
of government by officials, character ised by its tendency 
to meddle , to exceed its proper funct ions. ^ An 1813 
edit ion of a German dictionary of fore ign expressions 
def ined bureaucracy as ' the author i ty or power which 
various government departments and their branches ag-
gregate to themselves over fe l low ci t izens". ^ In 1835 
Henry Monnein protrayed a day in the life of bureaucrat 
"at nine o'clock the employees arr ive at the ministry and 
warm themselves around an excessively hot stove; at ten 
they have tea and sharpen their qui l ls; at ten-thirty they 
chat; at one they have lunch; at two they go for walks 
inside the ministry. The only t ime they work is midday. 
• " l " • 2 
when the head of t h e i r makes his t ou r of i n s p e c t i o n ' . ' * 
Bengt A b r a h a m s s o n says that b u r e a u c r a c y has been 
i den t i f i ed w i t h e i t h e r of the f o l l o w i n g s e v e n d i v i s i o n s : 
state a d m i n i s t r a t i o n , g roup of o f f i c i a l s , a d m i n i s t r a t i v e 
autocracy, r a t i o n a l o rgan i sa t ion , o r g a n i s a t i o n a l i ne f f i -
c iency, modern o r g a n i s a t i o n a modern s o c i e t y . He ob-
s e r v e j that t he c o n c e p t of bu reauc racy is mu l t i s ided . It 
is used as a summary term for a ca tegory of pe rsons with 
spec ia l a d m i n i s t r a t i v e tasks , as spec , i f i c f o rm of or-
ganisat ion and po lem ica l l y and p i j o ra t i ve l y as a cr i t i c ism 
of certain t r e n d s in modern soc ie ty . ^ 
Laski app l i ed the te rm b u r e a u c r a c y f o r a sys tem of 
government t he c o n t r o l of wh ich is so c o m p l e t e l y in 
hands of o f f i c i a l s t h a t the i r power j e o p a r d i s e s the l i b -
e r t ies of o r d i n a r y c i t i z e n s . ' The te rm has caused so 
much of c o n t r o v e r s y and con fus ion t h a t some scho la rs 
are of the o p i n i o n t h a t the only r e a s o n a b l e a p p r o a c h is 
to avoid the use of te rm bureaucracy w h i l e p u r s u i n g re-
search in the a rea in wh ich it has been emp loyed . ^ 
Changing Concept of Bureaucracy: 
Bureauc racy c o n t i n u e d to be u n d e r s t o o d in the man-
ner descr ibed e a r l i e r th rough tt ie 19th c e n t u r y . But con-
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ceptions began to emerge which recognised that there 
are differences other than those of power and s ize be-
tween groups of official and modes of organisation. One 
of the most important of these conceptions "transfers 
attent ion from officials as a social group to the mode of 
organisation of the institution in which they serve. This 
use of bureaucracy is important as a fore runner of the 
wide spread 20th century habit of applying the terms 
"bureaucracies" or 'bureaucra t ic ' to institutions rather 
than to the official employed in them; these lat ter are 
ca l led bureaucrats as much because they work in the 
insti tutaions as because they are members of a socia l 
group"." 
It was Max Weber, a German sociologist, who gave 
the modern concept of bureaucracy. He never de f ined 
bureaucracy in the exp l ic i t way in which he d e f i n e d 
' C l a s s ' or status group: He regarded bureaucracy as a 
u n i v e r s a l social p h e n e m e n o n , and the m e a n s of 
carry ing "Community a c t i o n ' over into rat ional ly t)r-
dered 'social action'. He outl ined the characterist ics of 
the ' idea l ' type from funct ional point of view. Some of 
these characteristic are structural and others behav -
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i o u r a l . He used the word b u r e a u c r a c y not to refer 
disparadingly to ruleby officials, but to designate a quite 
specific kind of administrative organisat ion. He insisted 
that modern bureaucratic organisat ion as a form of ap-
paratus was sui generis.' 
Marsha l l E. Oimock identif ied bureaucracy with insti-
tutions and large scale organisations in society. For him 
"Bureaucracy is the state of society in which institutions 
overshadow individuals and simple family relationships; 
stage of development in which d iv is ion of labour, spe-
c ia l isa t ion , organisation, h ierarchy, planning and regi-
mentation of large groups of individuals either by volun-
tary or involuntary methods, are the order of the day. 
Bureaucracy is simply inst i tut ionat ism written. It is not 
some foreign substance which has been infused in to the 
l i fe -b lood of an institutaion, it is merely the accentua-
tion of character ist ic found in a l l . It is a matter of de-
gree , of the combination of components, and of the rela-
tive emphasis given to them' . ^*^ 
John A veig says, in free t rans la t ion it means 'desk 
government' or management by bureaus. "It denotes sum 
total of the personnel appara tus and procedures by 
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w h i c h an o r g a n i s a t i o n m a n a g e s i t s w o r k and a 
compl ishes i ts p u r p o s e s . The o r g a n i s a t i o n may be pub-
l ic or pr ivate g o v e r n m e n t a l , commerc ia l , e d u c a t i o n a l , ec-
c les ias t i ca l ; but if it is of any s ize, it must be a bureauc-
racy, in th is s e n s e . " ^^  
Theories of Bureaucracy: 
Since the r i se of bu reauracy in the mode rn s ta te sys-
tem, its g row ing s t rong ho ld over power and i ts i nc reas -
ing con t ro l ove r the l i v e s of the c i t i z e n s , a number of 
t h inke rs and s o c i a l s c i e n t i s t s have v i e w e d it f rom di f -
ferent ang les. I t , t h e r f o r e , w i l l be usefu l to b r i e f l y exam-
ine what r e p r e s e n t a t i v e s of d i f fe ren t s t r eams of thought 
have said on t h i s s u b j e c t . 
Marxist View of Bureaucracy 
Much be fo re Ka r l Marx, Saint Se imon had v i e w e d bu-
reaucracy as o f f i c i a l s who governed in t h e i r own in ter -
est ra ther t h a n in the In te res ts of the g o v e r n e d . They 
sought high pay for themse lves and were not mere ly use-
less but were an immense, growing and e x p e n s i v e crowd 
of i n c o m p e t e n t p a r a s i t e s . "S ince they had the sa me 
needs and d e s i r e s as p r o d u c e r s , but p r o d u c e d no th ing 
themselves, t h e s e peop le necessar i l y l i ve on the work of 
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others, either they are g iven or they take; in a word they 
are id lers, that is to say th ieves . " ^^  
Karl Marx on Bureaucracy: 
Karl Marx used the term bureaucracy in the pejorat ion 
sense. All Marxists regard bureaucracy as t ied to the 
cap i ta l i s t state and is, t he re fo re , a bourgeois phenom-
enon. Marx did not be l ieve that the state represent the 
general interest of the society. Like wise bureaucracy is 
not universal estate, it is part icular closed society wi th in 
the state serving its own, not the general in teres t . ^^  It 
is a social force through which the intersts of c a p i t a l -
ism and he bourgeois are implemented. The issue of the 
emergence of bureaucracy and of its continued existence 
is, therefore, inextricably connected with the wider topic 
of the character of the cap i ta l i s t state.^^ Marx a lso be-
l ieved that bureaucracy cont r ibutes to the a l iena t ion of 
the people. It becomes an autonomous and oppress ive 
fo rce which is felt by the major i ty of the people as a 
myster ious and distant en t i ty as something which a l -
though regulating their l ives is beyond their contro l and 
comprehension, a sort of d iv in i ty in the face of which one 
fee ls helpless and be wildered."^^ 
32 
Marx maintained that the state and its executive con-
stitute an instrument through which the ruling class ex-
presses it power, bureaucracy fulf i l ls the function of 
contributing to the consol idat ion of class d i f ferences , 
and of supporting the power of the ruling class. In Marx 
view, bureaucracy was not a class by itself in class so-
c ie t ies . It is the servent of the classes; "not basic, but 
ul t imately subordinate to the ruling class. In capi ta l is t 
society, that class is the bourge ois."^^ Bureaucracy 
shrouds all of its action in secrecy which is preserved 
internal ly by hierarchy, and externally against the com-
munity, by its nature when it interacts with the wor ld , 
the relationship is essential ly manipulative. 
The only thing for which Marx praised bureaucracy 
was its role in centralizing nations". ^^  He was not in fa -
vour of taking over control of the bureaucracy, as ear -
l ier revolutions had done, by the proletariat but he fa -
voured that the proletariat must smash the inst i tutaion. 
Lenin : 
Lenin agreed with Marx that bureaucracy is a p a r a -
site and is connected with bourgeois society. He said 
that two institut ions are most characteristic of the 
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state machine bureaucracy and standing army. 'The bu-
reaucracy and standing army are a parasite on the body 
of bourgeois society, a parasite c r e a t e d by the inherent 
antagonisms which rend that society , but a parasi te 
which chokes all its pores of l i f e . ' *^ 
Bureaucracy is perceived by him as organically t ied 
to the capi ta l is t state. It cannot be treated as an inde-
pendent unit of analysis. He objected to bureaucracy be-
cause bureaucrats are pr iv i leged group holding jobs re-
munerated on a high bourgeois sca le , and also because 
police and bureaucracy are unanswerable to the people 
and placed above the people. What will happen to bu-
reaucracy after the revolution ? Lenin's basic thesis was 
that the workers, after winning poli t ical power will smash 
the old bureaucratic apparatus.They will shatter it to its 
very foundation and raze it to the ground. But he was con-
scious of the fact that some administrat ive apparatus 
would st i l l be needed to manage the socialist society. 
He was of the view that the workers will be taken to 
prevent the new workers from turning into bueaucrats. 
Obiviously there seems to be a contradiction in Lenin's 
formulat ions on bureaucracy as a Marxist theori t ic ian 
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and h i s v i e w s as a leader of t he s o v i e t government e n -
g a g e d in the task of a d m i n i s t e r i n g the s tate. He over 
comes t h a t by saying that t he e a r l i e r funct ions of b u -
r e a u c r a c y b e i n g an ins t rument of t he bourgeo is c l a s s , 
had c e a s e d but that the e f f e c t s of the bureaucrat ic s y s -
tem s u r v i v e d : -
Max Weber on Bureaucracy:-
The s y s t e m a t i c study of b u r e a c u c r a c y began wi th the 
German Soc io l og i s t . Max W e b e r ' s . In terms of influence it 
has exer ted and the arguement it has st imulated Weber 's 
w r i t n g on bureacracy is more i m p o r t a n t than the sum to -
ta l of t he con t r i bu t i ons of c o u n t l e s s scho la rs . W e b e r ' s 
most e x t e n s i v e and systematic d iscuss ion of administration 
occurs w i t h i n his sociology of domina t i on in economy and 
s o c i e t y . Pa r l i amen t and g o v e r n m e n t in the Newly o r g a n -
i s e d G e r m a n y is another v i t a l s o u r c e of knowing h i s 
v i ews on t h i s subject . Power, A u t h o r i t y and Bureacurcy 
:- W e b e r ' s concept ion of bureaucracy can be found in h is 
i d e a s on p o w e r s , domina t ion a n d au tho r i t y . Weber d e -
f i n e d p o w e r as " the p r o b a b i l i t y t ha t one actor w i t h i n a 
s o c i a l r e l a t i o n s h i p wi l l be in a p o s i t i o n to car ryout h i s 
own w i l l d t s p i t e r e s i s t a n c e . ' ^ * I m p e r a t i v e c o n t r o l or 
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domina t i on is power in a h ierarchy; it is the p r o b a b i l i t y 
that wi th a g i v e n s p e c i f i c content It w i l l be obeyed by a 
g iven group of pe rsons . The exerc ies of a u t h o r i t y re -
quires that a pe r son successfu l ly issues order to a group 
of subo rd i na tes who respond because of t h e i r be l i e f in 
the leg i t imacy of the order . Thus l eg i t imacy t u rns power 
and domina t ion in to au thor i t y . Weber c l a s s i f i e d author-
i ty on the bas i s of i ts c la im to l eg i t imacy , because on 
that would d e p e n d l a r g e l y the type of o b e d i e n c e , the 
k ind of a d m i n i s t r a t i v e s ta f f su i tab le to i t , and the ways 
of exerc is ing a u t h o r i t y . The c l ass i f i ca t i on is th ree fo ld : 
( i ) T rad i t i ona l au tho r i t y 
( i i ) Char i smat i c a u t h o r i t y 
( i i i ) Legal r a t i o n a l au tho r i t y . 
Weber's Ideal Type:-
Weber used the word bureaucracy to designutte a quite 
spec i f ic k ind of a d m i n i s t r a t i v e o r g a n i s a t i o n . He ins is ted 
that modern b u r e a u c r a t i c o rgan isa t ion as a fo rm of ap-
paratus was su i g e n e r i s . He never de f i nd bureaucracy in 
an explicit way In wh ich he defind 'c lass or s ta tus group' . 
Mar te in Albrow o b s e r v e s , however that W e b e r ' s concept 
of bu reauc racy can be conveyed In a d e f i n i t i o n of th is 
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kind : 'by bureaucracy is meant an administrat ive body 
of appointed off icials. '^° He did not include e lected of-
f icials or those se leced by lot, in bureaucracy. The es-
sential feature of the bureaucratic off icais was that he 
was an appointee. Weber thought of bureaucracy as a 
collective term for a body of officais, a def inte and dis-
tinct group whose inf luence can be seen in al l kindsof 
large organisat ions- s ta te , church, po l i t ica l par t ies , 
trade unions, business enterprises. Univers i t ies , etc. It 
also comparised distinct form of action. 
Features of Max Weber's Ideal Type Bureaucracy : 
Drawing on studies of ancient bureaucracies in Egypt, 
Rome, China and the Byzantine Empire as well as on the 
more modern ones emerging in Europe dur ing the 19th 
and early part of the 20th centuries. Max Weber used an 
'ideal type' approach to extract from the empir ical world 
the central core of features that would charac ter ise the 
most fully developed bureaucratic form of organisat ion. 
These are:*^ 
1. Each office has a well defined sphere of competence 
with duties clear ly marked off from those of other of 
fices. 
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2. Offices are ordered in a hierarchy; each lower office 
is under the supervision and resposlbil lty of a higher 
one. 
3. Authority Is restr icted to official duties; beyond 
these, subordinates are not subject to their superi 
ors: there isa complete segregation of of f ic ia l activ 
ity from private l i fe. 
4. Official hold office by appointment ( rather than by 
election), and on the basis of a contractual relation 
ship between themselves and the organisat ion. 
5. Official are selected on the basis of objective qualifica 
tion; these are acquired by training establ ish by exa 
minations. diplomas or both. 
6. Official are set for a career; they are protected from 
arbitrary dismisal and can expect to maintain office 
permanently; promotion is by seniority, achievement 
or both. 
7. Officials are ent i re ly separated from the means of 
administration, hence they cannot appropr iate their 
positions. 
8. Activities are regulated by general, consistent ab 
street rules, the generality of these rules requiresthe 
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categorisation of individual cases on the basis of 
objective cr i ter ia . 
9. Official duties are conducted in a spirit of imperson 
ality without hatred but also without affection. 
10.A bureaucracy frequently has a non-bureucracratic 
head. While bureaucratsfollow rules, he sets them. 
While bureaucrats are appointed, he usually inherits 
his position, appropriates it or is e lected to it. 
These character ist ic of ideal type bureaucracy 
had been drawn by Weber from Prussian administrat ive 
theory and European administrative history. Administra-
tive systems of the industrial ised western countries 
largely approximate to this ideal type. Weber disagree 
with Marx and Lenin on the point that bureaucrcay being 
tied to capital ism, will disappear when the latter is over 
thrown by a socialist revolution. He insists that bureauc-
racy is an independent entity and it will survive whether 
the society is capi ta l is t or socialist. ^^  Weber sees bu-
reaucratic tendencies not only in the modern states and 
private capital ist enterprises, but also in the modern 
army, the church and the universities. He says that the 
latter have gradual ly lost their archaic character ist ics. 
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standing armies, material wealth and the consequent in-
creasing role of public sector, modern means of commu-
n i c a t i o n , p o l i t i c a l fac tors w h i c h work towards 
bureaucratization. 
The indispensabil i ty of developed bureaucracy is re-
garded by Weber as the pivotal pol i t ical fact of modern 
age. The individual bureaucratic is a powerless 'cog' "in 
a ceaselessly moving mechanism which prescribes to him 
an essent ia l ly fixed route of march".^^ Whoever gains 
power is unable to govern without this organisat ion. 
Not only is bureaucracy indispensable but its influ-
ence is inescapable. Martin Krygeir observes that "as an 
administrative organisation found in every kind of enter-
prise its Inf luence is more pervasive than that of other 
carriers of the rationality, of the modern world and as the 
most advanced form of administrative organisation, it is 
stronger, more escapeproof, than any previous form'. ^* 
BUREAUCRACY AS AN AGENT OF CHANGE ^^ 
Unt i l l 1947, I nd ia was a co lon ia l t e r r i t o r y and a po-
l i c e s t a t e . S o c i e t y w a s b a c k w a r d a n d f e u d a l in 
character .The c i v i l se r v i ce estab l ished in the pre inde-
pendence era was meant mainly to s e r v e t he f o r e i g n 
masters. Its p r imary task was preservat ion of law and or-
der and co l l ec t i on of r evenue . People and t h e i r we l f a re 
were not the i r c o n c e r n . There was lack of r e s p o n s i v e -
ness and au tho r i t a r i an i sm in their dea l ing w i t h the prob-
lems. But later on , when the country a t t a i n e d i n d e p e n d -
ence and c o n s t i t u t i o n a l setup was u s h e r e d in and the 
c i t i zens r i g h t s w e r e es tab l i shed , the c i v i l s e r v i c e had to 
undergo a great change in response to new c o m p u l s i o n s 
and needs. From the c o l o n i a l and the s e r v i l e s t a t u s , 
wh ich it had been t h r o u g h for long p e r i o d , i t had to 
emerge as a m a c h i n e r y of " the wel fare s t a t e in a c t i o n ' . 
It had to be t r ans fo rmed as a f i t instrument of s o c i o - e c o -
nomic change. It had to shoulder new r e s p o n s i b i l i t i e s 
and undertake t a s k s . Cover ing wide s p e c t r u m of a c t i v i -
t i es , from f o r m u l a t i o n of po l i c ies to i m p l e m e n t a t i o n . As 
a wel l endowed and we l l knit o rgan isa t ion , the pub l i c ad-
ministrat ive system in a developing soc ie ty l i ke ours was 
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required to functions as a main catalyst of innovative and 
structural changes in society. In other words, it had to 
be a responsive administration in a responsible s ta te . 
To meet this new role of the government, the civil serv-
ice had to acquire new knowledge and skills and a l to -
gether a new temper and at t i tude and capability to han-
dle the complex problems. The spread of competence 
and responsibil ity as wel l as accountabil i ty were re-
quired to be universal and not confinedto only patches . 
As Tottenham in 1945 observed that reliance on too few 
off icers of the right type and too many clerks of the 
wrong type would surely fa i l to meet the s i tuat ion. The 
administrative lag than would, therefore be unavoidable. 
Under the stress and stra in of war, whatever the a d -
ministrative machinery the country had under the Brit ish 
rule had greatly run down and was of very poor qual i ty . 
War time corruption among the various grades of person-
nel was very visible for al l to see. The scarcities of es -
sent ia l goods had made it worse when India achieved in-
dependence, It had in fact provided an opportunity for 
ushering in a new era of c lean and modern admin is t ra -
t ion. The old rotten cobwebs of rules and regulations, the 
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Unalloyed habits of paper work and f i le pushing, the hi-
erarchical strat i f icat ion as well as the remnants of au-
thoritarian trends. And the last but not least the ugly veils 
of secrecy surrounding the decis ion making process 
could have been changed, ended or drast ical ly cut by a 
more rat ional system. The chasm between the adminis-
tration and the people which has becomes bugbear lat-
ter, could have been minimized. But unfortunately, the 
new leaders of India, strangely enough did not make con-
scious effort to bring major changes in the administra-
tive system to achieve and subserve the democratic 
goals. 
But this is not to say that the subject of administra-
tive reform did not receive attention by the rulers in In-
dia since Independence. As a matter of fact , the central 
government had appointed 18 commit tees and commis-
sions since 1947 to inquire into var ious aspects of pub-
lic administration. In addition, a number of state govern-
ments also, from time to time appointed administrative 
reforms commissions. A number of par l iamentary com-
.mittees have made several recommendations. In spite of 
these efforts to reform the Indian administrat ion, at both 
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central and state leve ls , the gap between promise and 
performance and administrat ive response and popular 
expectations remain wide and is increasing. No sincere 
and serious approach was made to provide an ef fect ive 
answer to the all important question, namely, what kind 
of administrative system should the nation have ? When 
the country had undertaken planning and large-scale eco-
nomic development and the uplift of millions of our popu-
lation from the morass of poverty. The kind of adminis-
tration we require should have been honest, c lean , re-
sponsible, objective and dynamic and should be capable 
of inspiring confidence and trust among the people . But 
this is easier said that than done. To secure such a band 
of men, the present administrat ive system has to un-
dergo a ruthless cathars is . There has to be revolut ion-
ary change in the organisat ion, methods and procedures 
of administration. 
Once the legis lature passes the law, the powers of 
making rules and administrat ive orders vest ent i re ly in 
the bureaucracy of the government. If they are not used 
properly, they pose a threat to the life and l iberty of the 
people. Indeed actual implementation of laws and rules 
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is not with the ministers but with the officials. In this 
s i tuat ion, official become more powerful than the minis-
ters and the elected representat ives. 
In such circumstances, "the government of the people, 
for the people and by the people" a famous saying of 
Abraham Lincoln may be conveniently rephrased as ' the 
government of the bureaucracy for the bureaucracy and 
by the bureaucracy.' In a bureaucratic state there can be 
lot of paper work but no resul ts . There can be any ex-
tent of corruption and no accountabil i ty. 
We are a developing society. We have still a long way to 
go. But the question is, that even at this early stage of de-
velopment, when the administration is so weak, flabby and 
corrupt, how can we make any credible progress as a na-
tion ? and how our poor sisters and brothers get justice with-
out being treated as aliens ? How can we make the people 
feel that they are part antd parcel of the government ? In what 
way and how to generate the feeling that the citizens and 
the administrators are co-participants in development ? 
These are some of the questions which cannot be easily an-
swered. But solutions have to be found any way if we have 
to meet new challenges arising out of complex situations. 
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The administrat ive system of independent India has 
been inherited from the British colonial system. Britishes 
had major intention to use the Indian resources as much 
as they can and very little care was given by them to de-
velop administration of India solely for the sake of eco-
nomic development and social changes. The British ad-
ministration was only related with the maintenance of law 
and order and tax collection. In independent India we 
have often changed. The boundaries of administration. 
After independence sphere of the funct ions of govern-
ment has vastly changed from only being the guardian of 
law and order to a welfare state. Now, government's role 
has expanded for the welfare and wel l being of its c i t i -
zens. This major shift in its aims became a turning point 
for the intervent ion of state into economic and social 
f ie lds. For the transformation of the backward society, 
in under developed countries from abysmal social, po-
l i t ical and economic conditions into a well developed 
country required to be well planned in which the govern-
ment itself has to be the main planner of development ef-
fort. The pr incipal planner is to provide the incentives 
to the system for social changes and also to remove hur-
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dies and eliminate imbalances which can effect the sys-
tem in transition, red - tapism, division of work, hierar-
chical arrangement of offices etc. are considered to be 
the ills of bureaucracy and due to these def ic iencies in 
the civil service, it brings down its role in the society. 
This criticism of bureaucracy shows its weakness to play 
an active role in development administrat ion. 
The principal planner, the government itself promotes 
and accelerates all developmental e f for ts . And these 
social and economic developmental a c t i v i t i e s in the 
country has acquired for bureaucracy a new importance 
in the mission of nation building. Dwivedi and Jain have 
drawn attention to another dysfunctional aspect of de-
velopment bureaucracy, their observation is that "the 
central issue of development administrat ion is then no 
longer just one of manageabil i ty of the administrat ive 
structure, it is a more fundamental one the incompatibil-
ity between bureaucracy,as a form of inst i tu t ional ized 
social control and development agency capable of de-
fining quality of l ife for the population".^s ^ ^gg ^Q ^^^_ 
dertake a many social and economic funct ion for bring-
ing about social and economic changes for nation build-
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ing and improving living standards of society. By bring-
ing about major change^in its focus, the reputation of bu-
reaucracy wil l ultimately change. Formerly the style of 
working of bureaucracy was based on colonial require-
ment but now, it is in the frame work of democratic setup 
with active involvement of the people for whose welfare 
state ex ists . In recent times in India the basic issue 
which has come up is whether the bureaucracy and its 
functioning which is inherited from colonial rule can re-
spond to the changing values, aspi rat ions and goals of 
the society. So we can say that "a more carefully organ-
ised and deliberately adopted bureaucratic structure and 
its working would possibly be more f lexible and capable 
of being posi t ive towards the deve lopment requ i re -
m e n t s ' . ^ The close system of impersonal operation of 
developmental programmes, the rigid acceptance to for-
mal rules, sticking to precedents and clinging to out-
dated procedure, must be replaced by a forward look-
ing, change oriented and result or iented system. Bu-
reaucracy is permitted to take init iatives^ responsibi l i -
ties and innovations for development and social change. 
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The business of the modern state is performed mostly 
by its administrative agencies, Paul Appleby said, "the 
hear t of administrat ion is the management of p ro -
grammes designed to serve the genera l welfare'.^^ The 
wel fare act iv i t ies of the state administration is take 
place in all the corners of the country and the develop-
mental programmes related to bring about a total change 
not only in urban areas of the society but rural areas as 
we l l , specia l ly in agricultural sector too. British colo-
nial ru ler 's interests were to use India's resources as 
much as possible and hardly bother ing about develop-
mental work. Their aim was to use bureaucracy for their 
own interests, not as an instrument of economic and so-
cial change. After attaining independence the functions 
of government machinery have changed. Instead of main-
ta in ing law and order a lone , we l fa re and well being of 
its c i t i zens has become its pr imary function. Govern-
ment star ted many programmes in post independence 
period. Bureaucracy was required to actively implement 
these programmes for removing the poverty, reducing 
unemployment and i l l i teracy. Many more schemes were 
launched but majority of them fa i l ed continuously be -
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cause the reasons for their failure were never identif ied. 
The tool of state which is called bureaucracy has been 
able to stall many programmes and actual ly became an 
obstacle in the way of developmental work. The last in-
dependence day message which Sardar Pate! gave on 15 
August 1950, said that ^our public l i fe seems to be de-
generating into a fun of stagnant waters; our conscience 
is troubled with doubts and we despair about the possi-
bil it ies of improvement. We don't seem to be profit ing 
either from history or experience. We appear helplessly 
to be watching the sickle of time taking away the rich 
corn, leaving behind the base and whi tened stalks. We 
talk while paramount need is that of act ion, we are crit i-
cal of other peoples exertions, but lack the wil l to con-
tribute our own".^'The state has become the main appa-
ratus of development of the society, whi le bureaucracy 
is considered as basic tool of the state. After independ-
ence our pol i t ical system has changed towards bureau-
cratic, while administrat ive system is turning more and 
more political. Ralph Waldo Emerson, has give a portrait 
of bureaucracy, "these tools have some questionable 
properties. They are reagents, machinery is aggressive 
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the Weaver becomes the Web, the machin is t a ma-
ch ine. '» 
The broadening of state ac t i v i t y into economic and 
social developmental act iv i t ies has acquired new impor-
tance in the jtask of nation bu i ld ing . For th is process of 
national p lanning, heavy responsib i l i ty exist with the bu-
reaucracy for br inging about wel fare goals in a society. 
"The func t ions occurr ing to the governmenta l bureauc-
racy thus goes beyond the t rad i t iona l f rame of reference 
of a l a i ssez fa i r s t a t e . ' ^ Many t imes quest ions are 
raised about the role of bureaucracy as an agent of po-
l i t i ca l , soc ia l and economic change. Laski observed 
that; ' the character ist ics of bureaucracy are its passion 
for rout ine adminis t rat ion, the sac r i f i ce of f lex ib i l i ty in 
rules, delay in making decisions and a refusal to embark 
upon experiment. ' '^ 
The modern welfare state exerc ise many powers and 
funct ions to change the economic l i fe of the people. It 
is very essent ia l that these powers should be exercised 
for development purposesfor the common man in the re-
mote v i l l ages where real India ex is ts . 'The manner in 
which th is power of the o f f ic ia ls at var ious level is ex-
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ercised is an acid test of democracy, in pract ice , the 
center of power is Delhi and state capi ta ls which will 
have to be deconcentrated to the villages."^^ Moderniza-
tion is a social process which can be inf luence in large 
measure,by human design. Activity re la ted to develop-
ment is normatively directed towards the overriding and 
interrelated goals , of nation bui lding and socio-eco-
nomic progress."^ Thus there is a developmental network 
which start at central level and goes down to blocks level 
for the implementat ion and execution of social welfare 
programmes. So far these programmes are implemented 
with considerable success. Development has a very wide 
f ield, in country like India where there are many social 
problems, some how or the other re la ted with economic 
problems, social welfare activities should be given high 
priority by bureaucracy. Central and state governments 
always try to develop more and more resources for de-
velopmental programmes and try to provide these pro-
grammes by the bureacracy and also try to provide in-
service training to bureaucracy to prepare them for any 
future problems. 
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Fifty years of Indian Bureaucracy: 
" Yes, the c o n d i t i o n s In Bihar are very, v e r y b a d . 
But if you th ink these m a l a d i e s are con f ined to B iha r , 
You are making a g r o s s u n d e r e s t i m a t i o n . . . i t is h a p p e n -
ing a l l over the count ry . One of the symptoms of t h i s war 
co l l apse is of f icers not be ing loya l to the law but to par -
t i c u l a r governments , or p a r t i c u l a r castes, or p a r t i c u l a r 
m i n i s t e r s . . . i f th is d i s e a s e sp reads in the a d m i n i s t r a t i o n 
it is bound to lead to c o l l a p s e of law and o r d e r . ' ^ 
The compos i t i on , t he b a s i c o r ien ta t ion and t he pe r -
c e i v e d as wel l as o r d a i n e d ro le and f unc t i on of I n d i a n 
bu reac racy have u n d e r g o a sea change d u r i n g t he las t 
f i f t y years s ince we i n h e r i t e d the steel f rame of c o l o n i a l 
a d m i n i s t r a t i o n f rom t h e d e p a r t i n g Br i t ish r u l e r s . T h i s 
was on ly to be e x p e c t e d , as the Indian c i v i l S e r v i c e s 
f a s h i o n e d on the mode l of the Br i t i sh C iv i l S e r v i c e w i t h 
a l l i ts v i r tues be longed to an era that had just ended and 
the expecta t ions of t he f r e e people of India f r om i ts a d -
min is t ra to rs were n a t u r a l l y vas t l y di f ferent f rom i ts e rs t -
w h i l e co lon ia l m a s t e r s . The last service render f t l by the 
depar t ing rulers to i ts hap less subjects had lef t the coun-
t ry dazed, as lakhs p e r i s h e d in the worst ever communa l 
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holocaust and many times more were rendered homeless 
and dest i tute as the so called specia l ists in maintaining 
peace and public order miserably fa i l ed to prevent or 
even mit igate marginally the colossal human tragedy 
their cal lous ineptitude had invi ted. 
With the traumatic memories of part i t ion and its af-
termath st i l l fresh in the anguished hearts of the coun-
tryman, it was hardly surprising that there were vocifer-
ous demands immediately after independence to abolish 
the d iscredi ted bureaucracy which had been a will ing 
tool in the hands of the British engines of oppression and 
torment to the freedom f ighters . Had it not been for a 
spir i ted defence bySardar Patel.the first Home Minister of 
free India, of the idea of a permanent bureaucracy to 
serve as a bulwark against e lements of politically part i -
san conduct creeping into day - to -day administration of 
the country in its absence, in a l l probabi l i ty the ICS/ IP 
would have been abolisheJat once and their successors IAS/ 
IPS would never have been created . Patel advocated re-
taining the best of the virtues of the British Civil Serv-
ice and its colonial version, the ICS , like dedication to 
duty, unflinching loyalty to the government of the day, po-
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l i t ical neutral i ty and incorruptibility while purging it of 
all that was anachronist ic and untenable in a free coun-
try whose sovere ignty vested in its people. The idea of 
permanent bureaucracy is not alien to India, and in a by-
gone mil lennium kaut i lya , the great master of state 
c r a f t , had a d v o c a t e d the same to h is protege 
Chandragupta whom he guided in vanquishing the mighty 
Nanda dynasty and ascending the throne of the great 
Magadha empire , and then retired to his hermitage ask-
ing him to retain all the competent ministers who had so 
far served his humbled foes with exemplary devotion and 
wisdom. 
Barely noticeable during the liberal Nehruvian era, the 
process of reduct ion of bureaucracy has been acceler-
ated in a geometr ica l progression part icular since the 
early sevent ies when loud whispers heard protesting a 
"committed judic iary while the members of the bureauc-
racy, far from even mumbling a feeble protest , choose 
to fal l over one another in crawling when asked to 
b e n d . ' ^ l t is worthwhi le remembering that unlike an in-
dependent judic iary and a free press with a appropriate 
constitutional safeguards, there, is no such things as a 
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free or independent bureaucracy and safeguards, if any, 
for a conscientious and law abiding bureaucrat are vir-
tually non existent. Technically, legal remedies are a v a i l -
able but in practice a vain pursuit of justice through the 
unending labyrinths and bylanes of the judicial corridors 
is ultimately as most debilitating counterproductive in fu-
tility. Even high profile CBI director Joginder Singh who 
was unceremoniously thrown out at a crucial during the 
fodder scam investigation with just a few months to re-
t i re , or earl ier N.K. Singh who incurred the wrath of 
hawala racketeers a few years ago, were finally told that 
"transfer is an incidence of service" and one can not com-
p la in i r respect ive of the c i rcumstances, that , when 
malafide was written a l l -over both the cases. 
The reforms attempted so far betray a lack of percep-
tion of ground realit ies as well as political will and thus 
are at best hal fhearted and cosmetic! With gradual but 
indist inguishable b lur r ing , if not complete merger of 
crime and politics all kinds of administrative perversions 
are fast gaining wide currency and make acceptance in 
many parts of the country the mafia dons and Sundry 
criminals seen to virtually own the administration through 
A'l: 
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the cr iminal ised politicians in powers. That was the un-
der ly ing themes of Khai rnar 's C r u s a d e against the 
Sharad Pawar government in Maharasht ra a few years 
ago. These are ominous signals of anarchy acquiring a 
license to rule. The stake for the country are too high to 
warrant an ostrich policy or cynicism. 
There is a much higher degree of accountabil i ty and 
impart ial i ty since the officer concerned knows only too 
well that once he leaves the place no pol i t ical god fa-
ther can protest him if he is hauled up for any of his acts 
of omission or commission and so he must go by the 
book and see that his actions stand the scrutiny of even 
his worst detractors years after he has left the place for 
good. On the other hand, if Kiran Bedi, is belonging to that 
Cadre, finds that the state government of Mizoram is 
treating her unfairly, she can just put in her papers and 
catch the next plane to New Delhi and renewed spell of 
glory. The simple reason is that they stay away from lo-
cal pol i t ics in which they have no career stakes since 
every body knows that they are there only for a while. 
Officers condemned to serve a par t icu lar state for the 
entire career have no such option and must dance to the 
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tunes of the i r c r i m i n a l i t y p o l i t i c a l bosses if t hey don ' t 
wan t to be e a r m a r k e d fo r the rest of t h e i r c a r e e r for 
' d r o p dead ' p o s t i n g s w h e r e there is no w o r k , no p lace 
to s i t , not even the b a s i c minimum f a c i l i t i e s , no budget 
and hence no p rov i s ion f o r even a regu la r s a l a r y . The re 
a re hundreds of s u c h n o n - p o s t s both in the IAS and the 
IPS. Recru i ted t h r o u g h the same common e x a m i n a t i o n 
conduc ted by the UPSC o f f i ce r s in some f o r t y g r o u p 'A' 
cen t ra l serv ices a re r e q u i r e d to serve in d i f f e r e n t s ta tes 
wh i l e those in the F o r e i g n Serv ice are r e q u i r e d to keep 
adapt ing to en t i re l y new soc io -cu l t u ra l - l i ngu i s t i c se t t ings 
throughout the i r career . Even IAS/IPS o f f i ce rs don ' t mind 
g o i n g to o ther s t a t e s . When greener p a s t u r e s are in 
s igh t . If the l og i c b e h i n d the water t ight s t a te cad res has 
any basis in r e a l i t y , how is it that K.P.S.Gi l l f r om Assam 
Cadre and b e f o r e h im J u l i u s Ribero f r om M a h a r a s h t r a 
Cadre are respec ted to be and actual ly p rove themse lves 
move e f fec t i ve t h a n t h e i r co l leagues who have spent a 
l i f e t ime in t r o u b l e t o r n Punjab when a s k e d to take the 
re ins al l on a s u d d e n at the top of the p o l i c e he i ra r chy 
there? or, even in B iha r how is it that J .M . Q u r e s h i from 
Madhya P radesh C a d r e is suddenly b r o u g h t in as the 
Director General of Police even without any such extenu-
ating circumstances? Why does it not offend against the 
Sacred principles and higher Phi losophy of federal ism, 
often c i ted as a justi f ication for creat ion and continu-
ance of watert ight compartmenta l ized state cadres in 
such cases? It is very much possible to rotate the All 
India Service between the centra l and state government 
for f ixed duration. 
Except in the rarest of rare cases, there should be no 
inter state transfer within 5 years . When an officer is 
due for such transfer, he should be asked to take a short 
term or ientat ion course to prepare himself for the new 
state. Ideally, learning more Indian languages should be 
encouraged throughout the c a r e e r and supported by 
pecuniary and career incent ives . Apart from reversing 
the current trend of cr iminal isat ion of administration, it 
would insti l l a healthy fear of law in the minds of those 
who now believe themselves to be a law unto themselves 
thanks to guaranteed protection from unscruficulous po-
l i t ical godfathers. 
DEVELOPMENTAL PROGRAMMES FOR SC/ST AND UN-
DER PRIVILEGED SECTION OF SOCIETY IN INDIA: 
The l o c a l a s s e m b l i e s of c i t i z e n s c o n s t i t u t e the 
s t reng th of f r e e n a t i o n s , town m e e t i n g s are to l iber ty 
what pr imary schoo l s are to sc ience; they teach men how 
to use and how to en joy it; A Nat ion may e s t a b l i s h a sys-
tem of f ree g o v e r n m e n t , but w i thout the s p i r i t of munic i -
pal i n s t i t u t i o n it can not have the s p i r i t of l i b e r t y . ' ^ 
DeToecquev i l l e . 
It is p roposed now to offer only a b r i e f accoun t of the 
s t ruc tu ra l g r o w t h and the changes in the f i e l d of deve l -
opment by g i v i n g t he deve lopmen ta l p r o g r a m m e s which 
are of ten i m p l e m e n t e d for the deve lopmen t of soc ie ty as 
a who le . It can be sa id on d e v e l o p m e n t s in the Urban 
areas but t h e m a i n emphas is w i l l be on t h r u s t areas 
where people d o n ' t have meal even on a day. Democracy 
is the r e s p e c t e r of numbers and in t e rms numbers rural 
India represent two th i rd of the to ta l na t i ona l popula t ion. 
So a large number of problems l ike Congestion in ci ty ar-
eas lead ing to deve lopmen t of s lums, s t r a i n s on the ex-
i s t i ng commun i t y s e r v i c e s l ike wa te r s u p p l y sewerage, 
l i gh t ing a long w i t h these there are many o the r problems 
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too, l ike unemployment among the people, pover ty , 
untouchabil i ty, and many other problems which exist 
among the masses. It is di f f icul t to solve them from the 
state head quarters. 
For the upliftment of the scheduled caste and sched-
uled tribes other backward classes in sphere of educa-
tionally, economically and social ly the development pro-
grammes in India in genera l and in Uttar PradesKin par-
t icular have assumed important proportions not only in 
programmes content but also in the depth of approach 
to the problems of development of individual v i l lages in 
group and community sett ing. The rural community is still 
in a stage of transit ion from the old social order to the 
new goals of democratic socia l ism. The paramount task 
before the elected representa t ives of the people and 
other leaders in the community and the full range of per-
sonnel engaged in development projects to work in har-
mony towards attaining the objectives of community de-
velopment. 
The identified goals for these development project 
focus on standard of l iving for the entire population par-
t icular ly schedule caste and schedule tribes, the under 
privi leged sections, women and minorit ies. Provisions of 
educat ion , health housing and social security are some 
of the targeted objectives of these programmes as em-
phasized in Eight Five Year Plan document. Human and 
social development forms the pr ior i ty area in 8th Five 
Year plan whose major objectives are: 
1. Suff icient Employment generation at a rate of ten lakh 
addi t ional employment every year. 
2. Control on population growth by arresting the present 
rate of 30 .5 per thousand to 26 per thousand. 
3. Eradication of illiteracy by providing education to all 
eleven crore citizen from 15 to 25 years age group. 
4. Hea l th for all by 2000 AD. 
5. Protection to weaker section and improvement in their 
standard of living. 
The objectives of all around development of the 
whole community being common to both. The field per-
sonnel view the staff of the training agencies as vision-
ar ies and evory tower observers. It is, to a extent, true 
that the t ra in ing programmes lags behind the field re-
quirements programmes lag behind the basic principles 
of community development of which the training agencies 
are, more often than not, the true exponent. 
b • ) 
Developmental Programmes for Scheduled Cast^Sched-
uled Tribes and Underprivileged Section of Society: 
A quar ter c e n t u r y a g o , as the Nat ion e n t e r e d the s i l -
v e r j u b i l e e y e a r o f i n d e p e n d e n c e , L o k N a y a k 
Jayaprakash N a r a y a n gave a ca l l for "To ta l R e v o l u t i o n ' 
to i l iminate c o r r u p t i o n wh ich was spread ing i ts ten tac les 
choking the c o u n t r y ' s economy and pol i ty . Ms Ind i ra Gan-
d h i , the then P r ime M i n i s t e r , countered t h i s g i v i n g her 
own c lar ion ca l l f o r b a n i s h i n g poverty " G a r i b i H a t a o " . " 
The people had to c h o o s e between r e m o v i n g c o r r u p t i o n 
and ban ish ing p o v e r t y . As we ce lebrate the g o l d e n j u b i -
lee of our f r e e d o m , p o v e r t y remains w h e r e it was 25 
years ago, but c o r r u p t i o n has assumed veno l p ropo r t i ons 
so much so the Pr ime Min is te r , Mr. I .K .Gu j ra l exc la imed 
f rom the rampar ts of t he Red Fort on the o c c a s i o n of i n -
dependence Day ' T h e n a t i o n appears to be s i n k i n g into 
co r rup t i on and t he common man is the g r e a t e s t suf-
f e r e r . ' ^ C o r r u p t i o n has caused severe d a m a g e to the 
nation's unity and i ts economic growth. T h e r e f o r e for the 
deve lopment of SC/ST a n d u n d e r p r i v i l g e d s e c t i o n of so-
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ciety many developmental programmes have been imple-
mented by the central government and state governments 
so the masses of the Nat ion can improve their l i v i ng 
standard and can par t ic ipate in the nation bui lding as a 
whole. These programmes are as fol lows 
Panchayati Raj: 
The Constitut ion (73rd Amendment Act, 1992)marks a 
new era in the federal democratic set-up of the country and 
prov ides const i tu t ional s ta tus to the Panchayati Raj 
i ns t i t u ions . Panchayati Raj ins t i tu t ions tofunction as in-
stitutions of self government, endowed with power and au-
tho r i t y to formulate and implement schemes for eco-
nomic development and soc ia l jus t ice on 29 sub jects 
g iven in schedule XI of the cons t i tu t ion of India; Regu-
lar Elections to Panchayats every f ive years. State Elec-
t ion Commissions to conducts these elections. 
Reservat ion of seats for Scheduled Caste Scheduled 
Tr ibes in proportion to their popu la t ion. Reservat ion of 
one th i rd seats for women. Simi lar reservation in respect 
of the off ices of chai rpersons. 
The Panchayats (Extension to Scheduled Areas) Act, 
1996 - extends Panchayti Raj to Scheduled Areas wh i le 
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e m p o w e r i n g s c h e d u l e d Tr ibes to sa fe g u a r d and p re -
serve t h e i r t r a d i t i o n s , customs and e t h o s . 
The Gram Sabha vested w i th p o w e r to approve p ro-
grammes fo r soc io -economic d e v e l o p m e n t and i d e n t i f i -
ca t i on of b e n e f i c i a r i e s for p r o v i d i n g a s s i s t a n c e under 
ant i p o v e r t y p rogrammes. 
Jawahar Rozgar Yojna (JRY): G e n e r a t e s a d d i t i o n a l 
g a i n f u l e m p l o y m e n t for rura l u n e m p l o y m e n t and under 
e m p l o y e d . C r e a t e s sus ta ined e m p l o y m e n t fo r s t reng th -
en ing the r u r a l economic i n f r a s t r u c t u r e "6,619.44 million 
man days of employment generated s i n c e i n c e p t i o n . A pro-
v i s i on of Rs . 25, 403.35 crore made in 1 9 9 7 - 9 8 . " * 
Indira Awaas Yojna (lAY): P r o v i s i o n of dwe l l i ng units 
f r ee of c o s t to ma in l y s c h e d u l e d c a s t e s , Schedu led 
Tr ibes and f r eed bonded labourers be low the poverty l ine. 
Scheme e x t e n d e d to non SC/ST b e n e f i c i a r i e s below 
the p o v e r t y l i ne s ince 1993-94. 37 Lakh houses con-
s t r u c t e d a n d d i s t r i b u t e d f ree of c o s t to SC/ST, f reed 
bonded l a b o u r e r s and other p e o p l e b e l o w the poverty 
l ine. 
Employment Assurance Scheme (EAS):\JndeT this pro-
gramme the labourers are given employment for 100 days 
during lean per iod in a year. The U.P. Government alone has 
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implemented the plan in 145 Blocks of 29 d is t r i c ts In 1997. " * 
Emphasis on sus ta ined employment t h rough wa te rshed 
development and c r e a t i o n of durable p r o d u c t i v e assests . 
More than 27 .67 m i l l i o n persons r e g i s t e r e d under the 
employment a s s u r a n c e scheme and more t h a n 1131.1 
mi l l ion crore mandays employment g e n e r a t e d . 
Miilion Wells Scheme (MWS): P rov i s ion of o p e n i r r i g a -
t ion wel ls minor i r r i g a t i o n schemes and l a n d d e v e l o p -
ment works f ree of cos t to smal l and m a r g i n a l f a r m e r s 
mainly amongst scheduled castes, schedu led t r ibes and 
freed bonded labourers. 
Since 1993-94 , 2 /3 of a l loca t ion are SC/ST and 1/3rd 
for non SC/ST b e n e f i c i a r i e s below p o v e r t y l i n e . '1.11 
m i l l i o n w e l l s c o n s t r u c t e d at a c o s t o f Rs . 4 0 3 7 . 5 0 
crore."*^ 
Integrated Rural Development Programme (IRDP):Jhe 
f i rs t th ing to note is tha t today, the d e v e l o p i n g coun t r i es 
are u rban iz ing on ly more rapid ly than the i n d u s t r i a l na-
t ions did in the heydays of their urban growth."^^A major 
self employment p rog ramme for pover ty a l l e v i a t i o n , pro-
v ides p r o d u c t i v e a s s e t s to smal l and m a r g i n a l f a rmers 
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agr icu l tura l l a b o u r e r s , rura l ar t isan and o ther ru ra l poor. 
50% b e n e f i c i a r i e s s c h e d u l e d c a s t e s , S c h e d u l e d 
t r ibes , forty pe rcen t women and three pe rcen t phys ica l l y 
hand icapped . 5 1 % m i l l i o n fami l ies a s s i s t e d at an ex-
pend i tu re of Rs 11 ,435 c rore . 
Ganga Kalyan Yojana : ^GKy^: A c e n t r a l l y sponso red 
new scheme, has been launched in F e b r u a r y 1 9 9 7 , ' ^ t o 
help poor fa rmers by prov id ing i r r i ga t i on t h rough exp lo i -
ta t ion of g round w a t e r (borewel ls and t u b e w e l l s ) . Ind i -
v idua l groups c o n s i s t i n g of small and m a r g i n a l fa rmers 
below poverty l i ne wou ld be assis ted t h r o u g h subs idy by 
government and c r e d i t by f i nanc ia l i n s t i t u t i o n s . 50% of 
the funds have b e e n earmarked for SC/ST. 
DevBlopmant of Women and Children in Rural Areas 
(DWCRA) : 
DWCAR is a p a r t of the r u r a l d e v e l o p m e n t p ro -
grammes for the deve lopmen t of women and c h i l d r e n in 
rural areas, ft was s ta r ted in the state in 1983-84 . These 
programmes are supposed to increase the income of the 
women in v i l l a g e s , So that they could s t and on the i r feet 
themse lves . It may a lso be help fo r t he e d u c a t i o n of 
women in order to e x p a n d the scope of the e c o n o m i c 
oppo r tun i t i es for them. DWCRA is also aimed at imp rov -
ing the l iv ing s tandard of women and chi ldren by p r o v i d -
ing income based a c t i v i t i e s . 
DWCRA is in ope ra t i on In a l l the d is t r ic ts in the c o u n -
t r y . Raises i n c o m e - l e v e l s of poor women to make them 
economica l l y s e l f - r e l i a n t . " O v e r 1,93, 170 groups f o r m e d 
benef i t ing in more t h a n 3 1 , 58 , 900 women. "^ 
Training of Rural Youttt lor Self Employment : 
TRYSEM plan is ano the r scheme for the deve lopmen t of 
t he peop le or rura l a r e a s , under this p lan, the g o v e r n -
ment provides the funds and facil i t ies of training to the you th 
i n o r d e r to make t h e m s e l v e s dependen t in v a r i o u s 
t r a d e s . l t aims at p r o v i d i n g bas ic technical and m a n a g e -
r i a l sk i l l s to the ru ra l you th f rom fami l ies below the pov-
e r t y l ine to enable t hen to take upself /wage emp loymen t 
in the broad f ie lds of a g r i c u l t u r a l and a l l ied s e c t o r s , i n -
d u s t r i e s , services and b u s i n e s s ac t i v i t i es . 
So far, 4.1 mi l l ion y o u t h have been t ra ined under t h i s 
p rog ramme. 
Supply of Improved Tool Kits To Rural Artisans : 
"Keeping this in mind the U.P. government started the programme 
in 10 districts in 1992-93, 15 distr icts in 1993-94 and In 1994-
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95 this programme has been extended to 25 distr icts. '* 
The p rogramme aims at e n a b l i n g the rura l art isans to 
enhance the qua l i t y of their p r o d u c t s , increase their p ro -
d u c t i o n and income th rough i m p r o v e d t oo l s . The p r o -
gramme launched in July 1992 has so far d istr ibuted 6.10 
lakh t o o l k i t s benef i t ing 8.32 l akh pe rsons . 
Drought Prone Areas Programme (DPAP) : Min imises 
a d v e r s e e f f e c t of drought on p r o d u c t i o n of crops and 
l i v e s t o c k and promotes i n t e g r a t e d deve lopment of n a t u -
ra l r e s o u r c e s . 
Under DPAP, an expendi ture of Rs .2 ,038.02 crore has 
been made f rom the year 1973 -74 to 1996-97 . Since i n -
c e p t i o n t i l l 1994-95 under co re s e c t o r ac t i v i t i es , 29 .95 
lakh hec ta re area under land resou rce development, 9.46 
lakh hec ta re area under water r esou rce development and 
17 .83 l akh hec ta re area under a f f o r e s t a t i o n & pas tu re 
d e v e l o p m e n t has been t r e a t e d . 
S i n c e 1995 -96 , a new a p p r o a c h based on wa te rshed 
d e v e l o p m e n t has been adop ted and 4 ,995 Micro wa te r -
sheds have been targeted to be d e v e l o p e d through peo -
p le ' s p a r t i c i p a t i o n dur ing next f ou r yea rs . 
Desert Development Programme (DDP) : C o n t r o l s 
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dese r t i f i ca t i on and conserves , deve lops and harnesses 
land , water and o the r na tura l resou rces fo r r es to ra t i on 
of eco log ica l b a l a n c e in the long run and ra i ses land 
produc t iv i t y and vt^ater resources in dese r t a reas . 
Since i ncep t i on t i l l 1994-95 under core sec to r ac t i v i -
t ies 1.86 lakh h e c t a r e area under land r e s o u r c e deve l -
opment, 0.83 lakh hec tare area under wa te r resource de-
velopment and 2 .85 lakh hectare area under a f fo res ta -
t ion & pasture deve lopmen t has been t r e a t e d . 
Since 1 9 9 5 - 9 6 , a new approach based on wate rshed 
development has been adopted and 1 , 695 M ic ro water-
sheds have been t a r g e ted to be deve loped t h rough peo-
ples p a r t i c i p a t i o n du r i ng the next four y e a r s . 
Rural Water Supply and Sanitation .'Coverage of popula-
tion under safe dr inking water upto date against 1991 census : 
Total 86.16%. SC 82.23% and Sts 90.38% " " R s 8,726.71 crore 
Invested on accelerated rural water supply sector since 1951 ' .^ 
11,04,826 vil lage/habitations have been covered since 1951. Rs. 
29,730.05 lakh have been invested under central Rural Sanita-
tion Programme since inception.40,25,442 sanitary latrines con-
structed under Rural Sanitation Programme Since its inception. 
Rs. 502.38 crores have been invested for removal of contami-
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nation water from 1989-90. 
National Social Assistance Programme (NSAP) 
National old Age Pension Scheme: P r o v i d e s a s s i s t -
ance to old persons h a v i n g l i t t l e or no regu la r means of 
s u b s i s t e n c e . Each p e r s o n w i l l get Rs. 75 pe r m o n t h . 
Abou t 53 lakh persons w i l l be benef i ted under t h i s c o m -
ponent . For this p rogramme Rs. 463.02 crores have been 
a l l o c a t e d this year ( 1 9 9 6 - 9 7 ) . 
National Family Benefit Scheme . 'Provides f i n a n c i a l as -
s i s tance to house ho lds l i v i n g below the pove r t y l i n e . In 
the case of na tu ra l d e a t h of the pr imary b r e a d - w i n n e r , 
t he fami ly w i l l get Rs 5 0 0 0 / and in the case of a c c i d e n -
ta l death it wi l l get Rs 1 0 , 0 0 0 / . T h e scheme p r o v i d e s a s -
s i s t a n c e to about 4 .5 l akh b e n e f i c a r i e s eve ry yea r . For 
t h i s purpose Rs 175 .82 c r o r e have been a l l o c a t e d t h i s 
year(1998). Two lakh be reaved fam i l i es have b e e n b e n -
e f i t e d so far. 
National Maternity Benefit Scheme : l t g i ves f i n a n c i a l 
ass i s tance of Rs 300 / to p r e g n a n t women of h o u s e h o l d s 
be low the pover ty l i ne up to f i r s t two l ive b i r t h . 45 l a k h 
women wi l l be b e n e f i t e d unde r th is scheme and fo r t h i s 
p u r p o s e Rs 9 3 . 1 8 c r o r e h a s been a l l o c a t e d t h i s 
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year .About 19 lakh pregnant women have been bene f i ted . 
Rural Road : Fu l l rura l c o n n e c t i v i t y fo r ensur ing r u r a l 
p rosper i t y in a t ime bound manner .Be t te r qual i ty of t rave l 
and r e d u c t i o n in t rave l cos ts in r u r a l a r e a s . V i l l a g e s to 
be l i n k e d to market and s e r v i c e s fo r r ap i d deve lopmen t . 
Land Reforms : A spec ia l d r i v e fo r d i s t r i b u t i o n of c e i l -
ing s u r p l u s land launched in O c t o b e r 1 9 9 1 . As a r e s u l t 
4 .41 l akh ac res d i s t r i bu ted t i l l M a r c h 1 997 . C o m p u t e r i -
z a t i o n of l and records has been u n d e r t a k e n in 323 d i s -
t r i c t s r e l e a s i n g Rs 64.43 c r o r e up to March 1997 . To 
s t r e n g t h e n the revenue a d m i n i s t r a t i o n at the s t a t e / u n -
ion t e r r i t o r y l e v e l , Rs 134.85 c r o r e have been r e l e a s e d 
as c e n t r a l share since 1987 -88 . New measures i n i t i a t e d 
for p r e v e n t i o n of t r iba l land a l i e n a t i o n , d i sc r im ina t i on in 
gender i s sues re la t ing to land a n d on tenancy re fo rms . 
Waste lands Development . ' S p e c i a l t h rus t on d e v e l o p -
ment of was te lands given t h r o u g h a f f o res ta t i on and p a s -
tu re d e v e l o p m e n t , h o r t i c u l t u r e / a g r o - f o r e s t r y , so i l and 
m o i s t u r e c o n s e r v a t i o n , n u r s e r y r a i s i n g etc . Common 
gu ide l i nes fo r watershed d e v e l o p m e n t in tegra ted was te 
lands d e v e l o p m e n t pro ject s c h e m e 163 pro jec ts s a n e -
(4, 
tioned in 24 states with an outlay of Rs 415 crore to de-
velop 7 lakh hectares of wastelands. Through 100% grant 
to voluntary agencies , 234 projects in 20 states with an 
outlay of Rs 13 .76 crore to develop 1 8 , 9 0 0 hectare of 
wastelands. 
Voluntary SBctor: Funds to voluntary agencies under 
various schemes routed through Council for Advance-
ments of P e o p l e ' s Ac t ion and R u r a l T e c h n o l o g y 
( C A P A R T ) . 1 6 , 5 5 3 projects approved and Rs. 310 .71 
crore released to 5 ,600 voluntary agencies. 
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CHAPTER - I I I 
PROFESSIONALISM AND RECRUITMENT OF BU-
REAUCRATS 
CONCEPT AND PROBLEMS OF RECRUITMENT 
"Adminis t rat ion is now so vast an area that a philoso-
phy of admin is t ra t ion comes close to being a philosophy 
of l i f e ' V Marshal l E. Dimock. 
Coming to the polit ical side of publ ic personnel sys-
tem, the very f i rst thing is that of procurement or recruit-
ment of personnel . In the old days, when public adminis-
tration was a small and simple af fa i rs , there was no such 
problem, as the king could himself do the thir ing and f i r-
ing of the employees needed. Even later on, when king-
doms increased in size, the k ing 's ministers and other 
high o f f i c ia ls could do the job easi ly. 
But when kingdoms began to give place to empires and 
governments began to play the vi tal role, the simple mas-
ter servant relat ionship could not funct ion successfully. 
Hence sc ien t i f i c methods of recru i tment had to be de-
vised so that , at less cost and in a short t ime, a capable 
team of employees could be procured. 
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The original interest of civi l service reformers were 
centered In the selection process. The merit system was 
designed to assure selection of the best who applied but 
not to influence the sources of application. The task was 
considered to be unsuccessful , keeping out the unfit 
rather than encouraging the best to present their creden-
t ia ls . It was assumed that if polit ical favouritism could be 
excluded men of ability would somehow find their way into 
the public service. 
'The assumption long ago proved to be erroneous, yet 
only slowly did the negative emphasis give way to posi-
t ive methods to induce h ighly qual i f ied persons to 
present themselves for considerat ion' . ^ 
As the labour market became tighter and tighter and 
the scarcity of talent in many specialized fields more and 
more evident, this problem of recruitment took on still a 
further dimension - namely, the need for planning. But for 
a long time, just as governments have acted as if the sup-
ply of manpower is infinitely elast ic, so have they tended 
to overlook the desirability of systematic planning to ac-
quire it. Thus, the tv^p\^fKl^ii^j{^s preceding formal se 
, r f r 
i ^ \CC. JNO.....^. 
\ t . ; i . v ' • -^ J-
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lection that are most critical for the ult imate product 
(1)Manpower analysis and planning and (2) affirmative 
policies of recruitment and attraction to the service - have 
been among the more neglected aspects of the public 
personnel function. 
Proper select ion and placement of a new employees is 
a prerequisite for the development of an effect ive work-
ing force in any organisation. The aim should be to en-
sure as far as possible that employees are engaged in 
jobs where they have a fair chance of being successful 
and at the same time well adjusted to their work and its 
sorrounding circumstances. 
A faulty recruitment policy inflicts a permanent weak-
ness and l iabi l i ty on the administration. A theoretically 
good civil structure would be of no avail if those who man 
the structure are incompetent or are apathet ic to it. As 
stahl puts it ' I t is the corner stone of the whole personnel 
structure. Unless recruitment policy Is soundly conceived, 
there can be l i t t le hope of building a f irst role s ta f f . ' 
Recrui tment is the process of exhaus t ing all the 
sources for f inding prospective employees. It is in proc-
rs 
ess of finding suitable employees and st imulat ing them 
to apply for jobs in the organisations. It has the aim to 
increase the select ion ratio , that is the number of ap-
plications per job opening. It can be seem both from the 
short term and long term implications. The short range plan 
involves those act iv i t ies carried on to meet current de-
mands for personnel , such as that which continual ly ex-
ists in every organisation when position are vacated and 
can not be f i l led from internal manpower sources. The 
long term plan includes those activities designed to as-
sure a continous supply of qualfied professional and serv-
ice personnel. Negat ively the recruitment aims at elimi-
nating the persons not duly qualified for the posi t ions. 
Positively, a sound recruitment policy str ives to maxim-
ise the mobilisation of skills and talents so as to place 
the right man on the right job. To quote pf i f fner and 
Presthus in this context, "Personnel recruitment for the 
second half of the twenteeth century will have to be 
geared to a nuclear physical world in which the solutions 
of human problems will demand the utmost inhuman com-
petence. The emphasis will be not only on f inding, but on 
so 
building men who are capable of performing the complex 
tasks of coordinating institutaions growing evermore com-
plex. Clearly, in such a world emphasis will fail not so 
much upon keeping the rascals out, but on how to induce 
the best to serve the state and how to so assess their ab i l i -
ties to ensure that each will be placed where he belongs'? 
In this context it is clearly indicate that the core design 
of progressive recruitment policy in any organisation Is 
the reduction, if not the elemlnation of favouritism, nepo-
tism and incompetence in the selection process. The term 
'Recrui tment ' has a limited and specific meaning. It sim-
ply means according to Marshal l E. Dimock, 'securing 
the right people for part icular jobs, and it may take the 
form of advertising for large groups of employees or 
tracking out a highly skilled individual for special work ' . ' 
The definition hits upon the most important aspect of per-
sonnel administration. Initial recruitment of the right per-
son for each jobs is most essent ia l to ensure good a d -
ministration. It is the first step in maning the various po-
sit ions in the organisation and it is a vital step. No 
amount in-service training or re-orientation programme or 
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job rotat ion can set right the in i t ia l mistaice of picking up 
a wrong man. It can infl ict a grave and almost permanenet 
damage to the o r g a n i s a t i o n . The process of 
recruitment,therefore requires upmost attention from the 
heads of organisations. 
Popular language uses the term recruitment as a syno-
nym of appoinment, but this is not correct. The term re -
crui tment connotes enl istment, acceptance, selection or 
approval for appointment and not actual appointment or 
posting in service while appointment means an actual act 
of post ing a person to a par t icu lar o f f ice. In the techn i -
cal phrasiology of administrat ion, ' recruitment means at-
t ract ing the proper and sui table type of candidate for the 
post to be f i l led" . * 
'The f i rst country to develop a scient i f ic system of re-
crui tment was China'. ^ Where recrui tment through com-
pet i t ive examinations was establ ished in the second cen-
tury before Christ. Prusia was the f i rs t country in modern 
times to adopt a sound recrui tment system, through open 
competetive examinations. In our own country, the system 
was establ ished in 1853. ' 
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The d i f ferent assessmen t of personnel needs and es-
t imat ion of p robab le capac i t y of theiiconomy to f i l l those 
needs a government persone l agency must d i scove r spe-
c i f i c sources of good cand idates both out s ide and ins ide 
the service and sys temat ica l l y cul t ivate those sources . Of 
course there is much more to the to ta l s e l e c t i o n process 
but the step of a c t i v e recru i tment and a t t r a c t i o n of po-
ten t i a l employees is fundamenta l to the a t t a i n m e n t of 
genuine merit sys tem . 
Problem of Recruitment 
As we know that ea r l i e r the recru i tment of the pe rson-
nel was performed by the king himself du r i ng tha t per iod 
pub l i c admins t ra t i on was a simple a f f i a r s , i t was simply 
govern by the k ing and no such problem was e x i s t e d . And 
as long as the g o v e r n m e n t played the v i t a l r o l e and it 
became a we l fa re s ta te then the p rob lem of s e l e c t i o n 
a r ised gradual ly and now it has become a mojor j ob and 
the recrui tment p rocess of today.s pub l i c a d m i n i s t r a t i o n 
involves a number of p rob lems. 
Location of recruitment autltority:- It means wh ich 
author i ty it most app rop i i a t t to rec ru i te . t he p rob lem of 
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location is of such fundamental importance that it is usu-
al ly provided in the const i tut ion of most democratic 
ountries. Broadly speaking there are two methods of lo-
dating the appointing authority . one is where the power 
is vested in the general mass of electorate . This is 
c a l l e d the democrat ic method in p u b l i c 
administration.This effective system of recruitment is usu-
ally adopted for policy-making posts eg. chief executive 
or in elect ing personnel of a local adminitration eg. v i l -
lage panchayats. It is, practically speaking,not a recruit-
ing system but and elective system and is usually made 
use of in the following circumstances, 
(i) When the service, to which the appointment is to be 
made, is purely of a policy -nature; chief executive. 
( i i )When the service is purely of a local and restricted na 
ture, vil lage Panchayats In India. 
The other system is where the power of appoint-
ment is given to an organ of the government. The modern 
p r a c t i c e is that c o n s t i t u t i o n s vest the power of 
appoinment formally in the chief Executive but actually in 
a semi-judicial autonomous body usually called public or 
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c iv i l se rv ice commiss ion which f u n c t i o n s as a genera l 
personne l agency in the government . Th i s i s , proper ly 
speaking a rec ru i tmen t system. 
Methods of Recruitment :• Having d e c i d e d the quest ion 
of rec ru i tmen t agency , we are f aced w i t h the ques t ion -
what are the methods of rec ru i tment ? T h e r e are two 
methods of r ec ru i tmen t as Lunis Maye rs , an eminent au-
thor i t y on p e r s o n n e l admin is t ra t ion has sa id " se lec t ion 
from wi thout the se rv i ce , or r ec ru i tmen t , and se lec t ion 
from within the serv ice , embracing re ass ignment and pro-
mot ion. " " 
This ques t ion Is again of a fundamenta l na tu re , as the 
method of s e l e c t i o n goes to the very n a t u r e of the per-
sonnel sys tem. A democrat ic type of p e r s o n n e l system 
w i l l usua l ly have a system of r ec ru i tmen t f rom wi thout . 
The bu reauc ra t i c and ar is tocra t ic sys tem of recru i tment 
usual ly p re fe r the recru i tment f rom w i t h i n as the former 
bel ieves In equa l i t y of opportunity to a l l the c i t i zens while 
the la t ter be l i eves in p ro fess iona l i sa t i on of pub l i c serv-
ice. 
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It has been argued by many that the best method is to 
have recruitment in lower grades and promotion methed 
in the higher grades of service, such a system wil l have 
the following advantages. 
It will bring experienced men in higher posit ions who 
have had long and var ied experience of the work which 
they are now called upon to supervise. 
It increases the opportunity for advancement within the 
service and gives the employees an assurance that un-
der well defined condit ions advancement will come.this 
will provide to the service better class of employees and 
give those in service a great incentives to ef f ic ient and 
honest work and all this at no extra cost to the govern-
ment. 
It is in tune with the principal of democratic values and 
norms as it ensures equal opportunites for entry to pub-
lic office to every one. 
Moreover, a definite assurance of advancement is by 
itself a good form of compensation and this may make it 
possible for the government to actually keep salar ies in 
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lower grades at low level. In the U.S.A. where this sys-
tem is not usually followed, emptoyees have government 
service at a stage when they have acquired sufficient 
experience and shift to private enterpr ise. When there is 
greater guarantee of promotion. 
It widens the areas of select ion and it is possible to 
tap a much wider source of supply. Direct recruitment 
brings in new blood into the service with new ideas and 
outlook. 
This method can help able young men from universities 
to public service careers. The public services are kept 
attained to the changing socio-economic conditions of the 
country through the constant flow of young persons. It also 
cheks stagnation in services. In technical fields latest 
kwnowledge is required which the young men can easily 
supply. Direct recuritment motivates the persons in serv-
ice to keep themselves upto date in knowldge test they 
may not qualify in competition for higher posts. But along 
with the advantages, we should not lose right of defects 
of the system. It is only after appreciat ion of both sides 
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of the system that we can draw the maximum utility out of 
it. The most apparent defect of the system is that it narrows 
the area of selection, and therefore, the best talent in the 
country may be left over while a mediocre, or a bit above 
that, may fill in the post. But it may be said in fairness to 
the system that what is required in higher level of admin-
istration is not so much bril l iance as general grasp, not 
lopsided, of all the act iv i t ies of the department or divi -
sion and a set experience mind to tackle them promptly 
and adequately. And these qualities come only through ex-
perience. 
Then another objection to this system is that from the 
point of view of the common citizen, it is unfair, as it fa-
vours the governement employees. Such a discrimination, 
they maintain is not in consonance with the principal of 
equality. 
It may be said that neither of these methods can be 
adopted to the entire exclusion of the other. In practice, 
both these methods are fol lowed. In Ind ia , there is 
recruiment from without for IAS and other central services 
but a certain proportion of posts is fil led by recruitment 
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from within. The proportion of direct recruitment and re-
cruitment from within varies from service to service, class 
to class and department to department. An extensive out-
side recruitment at the higher grades is a reflection on 
the abl i ty and talent available withn the service and un-
dermines the career idea, while complete absense of di -
rect recruitment for the higher position is also a ref lec-
tion on the service because it might be a symptom of self 
complacency. There is an urgent need to make a judicious 
use of both methods. 
Legally, it is entirely within the discretion of the Gov-
ernment to determine the source of recruitment for any 
post. An authority competent to recruitment can lay down 
the policy relating to the number of posts to be f i l ledin 
by direct recruitment or by promotion and if the authority 
decides that a post should be f i l led by direct recruitment, 
then persons elgible for promotion can not claim any pri -
ority. 
Qualifications of the Employees:- One of the main 
problems in the recruitment system of modern civil serv-
ice Is lay ing down proper qualifications to suit the needs 
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of the diverse tasks of administrat ion. Broadly speaking 
there are two types of qual i f icat ions required for public 
servants , general and s p e c i a l . These q u a l i f i c a t i o n ' s 
standard did not arise al l of sudden. They a r e , on the 
other hand the result of a slow but steady process of 
growth and are still in a dynamic process. 
(i) General qualifications : The modern state lays down 
certain general standard for its employees. They re la te 
to his civil status, domici le, sex and age. 
Civil Status: Since the growth of nation-states it has 
became a universal practice to recruit only cit izens. Even 
when the services of an al ien are indispensabJe, the ap-
pointment is made only on a short term basis. This qual i -
f ication as regards civil status is necessary because the 
allegiances of public servants to the constitution and the 
laws of the country, fa i thful lness to the government and 
devotion to public duty are very desirable. 
Domicile: The domicile qualification is general ly laid 
down in public services in countries with a federa l sys-
tem. 'This qualif ication was first introduced in the USA 
to give the representat ion to each federating unit in the 
na t iona l s e r v i c e s ' °^ Several c r i t i c s imped ing e f f i c i ency 
and in t roduc ing prov inc ia l ism and pa roch ia l i sm in admin-
i s t ra t i on . 
Sex: Some t ime back, employment of women was t a -
boo in most coun t r i es such r e s t r i c t i o n s have been now 
removed in most of the count r ies w i t h sp read of the i n -
f luence of the doctr ine of equali ty, and the increasing em-
p loyment of women in alt type of s e r v i c e s . In India a l l 
pub l ic s e r v i c e s have been thrown open to women. 
Age: In coun t r ies l ike Br i ta in and Ind ia where the con-
cept of c i v i l sev i ce as a career has been adop ted , Com-
pa ra t i ve l y lower age l imi ts for c l e r i c a l and semi sk i l l ed 
jobs (between 16-20 years) and f o r adm in i s t r a t i ve and 
techn ica l (21 - 28 years have been p r o v i d e d . ' But Amer i -
can who does not fo l low the gove rnmen t serv ice as a ca-
reer p r i n c i p l e , p re fers to rec ru i t t r a i n e e d and expe r i -
enced p e r s o n n e l in publ ic se r v i ce . Hence the age scale 
there v a r i e s f rom 18 to 50 years . 
(ii) Special Qualifications : S p e c i a l qua l i f i ca t i ons i n -
c lude d i f f e r e n t fac to rs l ike e d u c a t i o n , exper ience , per-
sonnel q u a l i t i e s and technica l k n o w l e d g e or sk i l l , in re-
spect of educational quali f ications, different countries 
prescribe different pattern. The British system lays down 
def ini te educational qualifacations for entrants, Higher 
Secondary School certificate for clerical positions, Bach-
elor's degree for executive positior\sand Honours degree 
for administartive ones. There is also an emphasis on lib-
eral education (classical and the humanities). In India 
every university graduate can sit for the civil service ex-
aminations and the subjects are so broad based as to 
Include the widest range of universi ty subjects. The 
American system being inf luenced by the doctrine of 
equal i ty does not prescribe any educational qualif ica-
t ions. Any body who qualifies In the competitiive exami-
nation may enter the civil service. 
Experience means training, that the candidate has ac-
quired In the actual performance of work. This is usually 
required in technical service. Technical knowledge means 
special ised abilities acquired through special education. 
This Is essential to fill up technical posts in public ad-
ministration by professionals like doctors, engineers and 
legal experts etc. 
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The other is personal quali f ication which are at once 
the most important and the most difficult to determine. 
These include such qual i t ies, as integrity, fa i thful lness, 
punctuality, secrecy, tact, resourcefulness and executive 
policy. The vastness and complexity of modern adminis-
trative organizat ions have made these quali t ies essen-
t ia l . Besides honesty and devotion to public duty, mod-
ern admin is t ra t ion requi res of its employees highly 
adminlstartive skills of personal type l ike-
1. "a f lexible, but essential scientific, mode of thought 
characterized by a recognition of the need for coor 
dination, 
2. familiarity with the subject matter of organisation and 
management, 
3. facility at problem solving: 
4. a highly developed reading and writing ability. 
5. ability to settle vexing situations through impersonal 
contact."" 
Methods of Determining Qualifications :- Having es-
tablished what qualif ications are essential for the recruit 
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in pub l i c se rv i ces , We are now faced w i th a b igger p rob -
lem how to de te rm ine these q u a l i f i c a t i o n s ? and a s a t i s -
f ac to ry so lu t i on of t h i s p rob lem w i l l a f fec t the e f f i c i e n c y 
of our rec ru i tmen t sys tem, in fac t our who le a d m i n i s t r a -
t ive sys tem, because the methods of a s c e r t a i n i n g the 
q u a l i f i c a t i o n s w i l l de te rm ine what sor t of s tu f f we got to 
man our a d m i n i s t r a t i o n . The f o l l o w i n g methods of de te r -
min ing q u a l i f a c a t i o n s are p rac t i ced by va r ious coun t r i es 
to day. 
1' Personal Judgement of the Appointing Authority 
System: Th is is the ea r l i es t and the s imp les t method of 
r e c r u i t m e n t . Under t h i s sys tem, the r e c r u i t i n g a u t h o r i t y 
laysdown the q u a l i f i c a t i o n s of the app l i can t s . Th is be ing 
a h i gh l y a rb i t r a r y and sub jec t i ve sys tem it has mos t l y 
been d i s c a r d e d in d e m o c r a t i c c o u n t r i e s , where the job 
has been lef t to the Pub l i c Serv ice Commiss ions . How-
ever, t h i s system canbe f o l l o w e d where ther is a sma l l 
number of posts to be f i l l e d and an a p p o i n t i n g o f f i ce r is 
by q u a l i f i c a t i o n a n d e x p e r i e n c e t he bes t p e r s o n to 
laydown the q u a l i f i c a t i o n s . At p resent few top p o s i t i o n s 
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of the c iv i l se rv i ces in Ind ia and in some o ther count r ies 
are f i l l e d by th is sys tem. The most d e s i r a b l e use of th is 
method can be made if the r e c r u i t i n g a u t h o r i t y has to 
make the appo in tment f rom a pane l of names prepared by 
the Pub l ic Serv i ce Commiss ion on the bas is of compet i -
t i ve examina t ions . 
2. Certificates of Character, Ability, and Educational 
Qualifications: This method is o f ten used to supplement 
o ther methods be fo re a p p o i n t i n g a pe rson to a publ ic 
post . Charac te r c e r t i f i c a t e and academic recommenda-
t i ons f rom r e s p o n s i b l e pe rsons can be good methods of 
j u d g i n g a cand ida te ' s past r e c o r d . However , t h i s cannot 
be the so le bas is of j u d g i n g the o v e r a l l f i t n e s s of a can-
d ida te for a post, for a character ce r t i f i ca te may be sub-
jec t i ve and not a lways re levant to the requ i rements of the 
post . This method however , can g ive usefu l resu l t s if the 
cer t i f y ing author i ty issues the ce r t i f i ca te on in f luenced by 
any ext raneous c i r cums tances . 
3. Record of Previous Experience : It is a method 
s im i la r to the second in na tu re but more accu ra te in de-
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ta i l . Under this system, the whole record of work, both 
educational as well as occupat ional , of the candidate 
which is regularly maintained, is examined. It is a better 
system than the previous one, under it, the sphere of ar-
bitrariness and discretion of the certifying authority is 
narrowed down. In this, the entire previous record of work 
(both educational and occupat ional) of the candidate is 
examined. 
The USA has evolved a scienti f ic system of making 
records of the work and experiences of employees through 
what is known as "Efficient Records or Service Ratings".^^ 
This combined with the educational record of a candidate 
can serve as a sound basis of preliminary selection as 
is usually done. 
4. Examination : Civil Service Recruitment Examina-
tions are meant to test not only the general knowledge 
and mental ability of the candidate but also some of their 
personal traits and service records. There are four main 
types of personnel recruitment test namely. Wri t ten Ex-
amination: It may be either essay type or objective types 
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in f o rm . Essay type are meant to examine the power and 
c la r i t y of exp ress ion and the s tandard of log ica l th ink ing 
of the c a n d i d a t e . The ob jec t i ve type is usua l l y employed 
to tes t the g e n e r a l knowledge and speed of t h i n k i n g of 
the c a n d i d a t e . E i ther or both types are employed in c i v i l 
se rv ice r ec ru i tmen t . Wr i t t en tes t f a l l under the fo l l ow ing 
main c a t e g o r i e s . 
(i) Ability test ; - This may be e i ther ob jec t i ve or essay 
type in f o r m . In b o t h , the pu rpose is to assess the gen -
e ra l men ta l a b i l i t y of the c a n d i d a t e , h is memory, re -
sponse to p rob lems and power of l og i c . Bes ides , o ther 
tes ts have been der ived in the USA to tes t the spec i f i c 
charac te r t r a i t s of cand ida te . They are (a) Genera l I n te l -
l i gence tes t wh ich was i nven ted by B ine t and Simon of 
Amer i ca in 1905. '^ It is a dev ice of measu r ing the mind 
th rough such measures as i n te l l i gence scale and Pressey 
Se r i es , (b) Uni t t r a i t sys tem: Th is sys tem was dev i sed 
by L.L. T h u r s t o n e ''*. Unit t r a i t sys tem is a process of 
i nden t i f y ing uni t t ra i t of i n te l l i gence , for example percep-
t i o n , space fac to r memory, reason ing ab i l i t y and compre-
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hens ion . (c) Soc ia l i n t e l l i g e n c e test was a lso dev ised by 
Thurs tone and h is g r o u p . It measures the q u a l i t y of s o -
c ia l i n te l l i gence , tha t i s , the qua l i t y of adap tab i l i t y to a l l 
k inds of new s i t u a t i o n s and ab i l i t y to i n f l u e n c e p e o p l e , 
(d) Admin is t ra t i ve ab i l i t y test is known as the Got tshcho ld 
tes t and it t es t s t he a d m i n i s t r a t i v e ab i l i t y . Some of the 
qua l i t ies tes ted are one (a) ab i l i t y to appra ise peop le (b) 
Capac i ty to take p romp t dec i s i on and (c) Soc ia l behav -
iour (e) M e c h a n i c a l i n t e l l i g e n c e test is used to tes t the 
ab i l i t y of mechan ica l pe r fo rmance needed for lower leve l 
sk i l l ed and semi s k i l l e d g rades e .g . c l e r k s , s t e n o g r a -
phers , t yp i s t s and mach ine opera to rs . 
(ii) Aptitude tests:- Var ious ap t i t ude test are e x t e n -
s ive ly used for r ec ru i tmen t in the defence and other t e c h -
n ica l se rv ices in the U.K. and the USA wh ich are meant 
to test the par t i cu la r ap t i tude of the students towards that 
job . 
(Hi) Achievement test:- The academic examinat ions are 
achievement tests, cer ta in academic qual i f icat ions provided 
for seeking entrance to compet i t ive examinations. For exam-
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pie, graduate degree enables the owner to compete in the IAS 
and other public service examinat ion. 
(iv) Personality test:- They are by fa r the most d i f f i cu l t 
to de te rm ine . In f ac t , very l i t t l e has so far been done in 
dev i s i ng wr i t ten tes t s fo r t e s t i n g the pe rsona l i t y of the 
candidates. However personal i ty inventor ies have been de-
v i sed by Psycho log i s t s . For examp le , measurement of 
emo t i on , temperament , i n t r o v e r s i o n ex t rove rs ion etc. by 
La i red Personal i nven to ry of con f i dence and soc iab i l i t y . 
(v) Oral Examination :• However , the most common 
method of pe rsona l i t y t es t is the o ra l in te rv iew, ca l l ed 
v iva voce. The main aim of a v iva voce are to ob ta in a 
took at the cand ida te and to de tec t pos i t i ve or nega t i ve 
q u a l i t i e s . These tes ts are s u p p l e m e n t a r y to w r i t t en test 
and are usual ly g iven on ly to those cand ida tes who had 
q u a l i f i e d in the w r i t t en t es t . Ora l t es t s are main ly sub-
j e c t i v e in nature and are o f ten looked w i th susp ic ion by 
the candidate. It removes some of the defects of the wr i t -
ten examinat ion and is an e f fec t i ve dev ice of j udg ing the 
capac i t ies of the cand ida tes f rom the point of view of the 
requ i rements of the post to be f i l l e d i n . 
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Criticism of Our Recruitment System : 
A f i f t e e n m inu tes c o n v e r s a t i o n w i th l aymen , a l though 
p o s s e s s i n g the w ide e x p e r i e n c e of the Pub l i c Serv ice 
C o m m i s s i o n e r s , can be no s u b s t i t u t e for an exper t psy-
c h o l o g i c a l e x a m i n a t i o n des igned to g ive a s c i e n t i f i c i n -
s igh t in to the c a n d i d a t e ' s menta l and e m o t i o n a l make-
up" . ®^ The ma in de fec t of our r e c r u i t m e n t sys tem, as 
p o i n t e d out by Dr. App leby , is that it is not " imag ina t i ve 
and a g g r e s s i v e enough" °^ What App leby had in mind ob-
v ious l y was r e c r u i t e d to pos ts out s ide the se rv i ce cad-
res. Regard ing the c r i t e r i a of se lec t i on , he says " that the 
exam ina t i on t echn iques are not upto date and consc ious 
c r i t e r i a not f u l l y r e l a ted to modern know ledge about ad -
min is t ra t i ve qua l i f i ca t i ons . " ^^  Whi le app laud ing our inter-
v iew ing method which resu l t s in more we igh t be ing given 
to human re la t i ons ap t i t ude , never the less the exper ts ex-
amin ing a p p r o a c h " is the academic one , records and ap-
p ra i sa l s by expe r i enced academic examiners too l i t t l e in 
te rms of many o ther c o n s i d e r a t i o n s l i g h t l y impor tan t in 
Pub l ic A d m i n i s t r a t i o n " "^ It is only of one type and hence 
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does not satisfy the requirements of different types of 
administrative posts. Obviously, the technique must dif-
fer from dif ferent grades and dif ferent requirements. 
There is need for great deal of more contact between the 
Public Service Commissions and the Universit ies. 
We finds faults with our system of certif ication by the 
Public Service Commission The absurd l imitation of se-
lection of a new appointee to a single individuals cert i -
fied by the Public Service Commission hamper proper se-
lection by ignoring differences in individual's importance 
to different kinds of positions and reduces the probabil-
ity that person can be immediately engaged. But it may 
be said that this system is free from favouritism while the 
other system that is cert i f icat ion of a panel of names 
where the appointing authority has an opportunity of se-
lecting any one from the panel is l iable to corruption 
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LOCAL ADMINISTRATION AND DISTRICT PERSONNEL IN 
DEVELOPMENT ADMINISTRATION: 
"The pe rspec t i ve of deve lopmen t spec ia l l y in a l a rge 
agrar ian economy l ike Ind ia l ies not only in hastening the 
process of technology innova t ion and its adaptat ion in i n -
dus t ry but in a more w h o l e some app roach , which in the 
present context wou ld invo lve the ass imi la t ion of our r u -
ra l sub system to the u rban main s t ream. Such a process 
it is b e l i e v e d , wou ld e s s e n t i a l l y i nvo lve a change in the 
s t ruc tura l pat tern of our soc ie ty and shift our personal ob-
l i g a t i o n f rom market d e t e r m i n e d p r i o r i t y to soc ia l l y de -
te rm ined basic needs . 
This measures wou ld , in ter a l i a , re la te progress to the 
increase in rural income, bet ter employment oppor tun i t ies 
and p rov i s i on of bas i c a m e n i t i e s in the rura l a reas. A l l 
th is would involve ac t ive pa r t i c ipa t ion of the state and the 
peop le a l i ke in the e m a n c i p a t i o n of the unp r i v i l eged in 
the rura l env i rons . "^ " Ind ia embarked upon planned d e v e l -
opment of the economy under a democra t i c setup soon 
a f te r the a t ta inmen t of p o l i t i c a l independence in 1947 . 
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The development strategy was planning by consent, not 
planning by coercion, the implication of this philosophy 
of planning is that the rural population, which lives in 
nearly six lakh villages sprawling the Indian subcontinent 
must be involved in the growth process and they should 
have the feeling of being its benef iciar ies. But this had 
not happened. 
The District officer has been primarily the ' f ie ld agent 
of the government and has symbolized local administra-
tion in the district. '^° Consequently, he occupied the fo-
cal point in the Indian local government system. In the 
early days he was ex-off icio president of the district 
board and the head quarters municipality and performed 
the dual role of presiding over their meetings and help-
ing them In makings decisions on matters of local con-
cern, on the one hand, and implementing them with the 
help of local administrative machinery, on the other. Be-
sides, he exercised f inancial and administrative control 
over them of a stringent type, treating them as virtual ap-
pendages to his headquarters establishment. Thus, local 
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bodies were part of the tradit ion bound authority of the 
col lectorate and he exercised control from within rather 
than without. Local administration thus absorbed local 
government. 
Even some time after independence, ' local bodies 
generally continued to have a vegetative existence in the 
shadow of hocal administrat ion. Also, they suffered a l -
most indemically from the lack of resources, and most se-
rious of a l l , they were out of touch with the aspirations 
of the people and need of the locality.' ^^  No wonder many 
of the functions of local bodies were taken over (this 
became known as provincialisation ) by the state govern-
ment, for these did hardly exist a unity of purpose and 
outlook between governmental agencies in the field and 
local bodies, which was so essential to the coordinated 
development of the countryside. Accordingly, when the 
state government drew up blue prints for the socio-eco-
nomic reconstruction of vil lage communities, a number of 
development programmes were launched through its de-
partmental agencies and not through the instrumentality 
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of local bodies. It was feared that the creation of decen-
tral ized agencies for functions now performed by stale 
g o v e r n m e n t s may l ead to the w e a k e n i n g of the 
adminstration and to the lowering of the standards of per-
formance. 
India launched her massive programme of socio-eco-
nomic development in 1952, with a view to lift her teem-
ing millions from the scourage of poverty, unemployment, 
i l l i teracy, ignorance and diseases and to give them dig-
nified human l i fe. Community development movement, in-
augurated in October 1952 laid special emphasis on the 
development of the local community as distinguished from 
the development of the country as a whole. The initiative 
was expected to came from the community itself. The 
movement was started under official auspices with 55 
projects, with the Block as an administrative unit. In the 
community development programme, very little attention 
was paid to the economic activit ies. As such the involve-
ment of rural people was not enlisted in sufficient meas-
ure because the need of the people was money. After 
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some experience the government renamed community de-
velopment as Integrated Rural Development Programme 
with different act ivi t ies. Each community Development 
Block was placed under the leadership of an off icial , a 
Block Development Officer with a team of Extension Of-
ficer to enlist the Cooperat ion of local people, an advi-
sory body composed of members of central and state 
legislatives drawn from the locality and a few other lead-
ing residents nominated by the governments. At the vi l -
lage level , a functionary cal led the vil lage level worker 
(VLW) was also created to function under the guidance 
of all the extension officers. The First Five years plan re-
garded community Development as "the method through 
which the Five year plan seeks to initiate a process of 
transformation of the social and economic life of the vi l -
lages." " 
Empirical studies show that "the grand Community De-
velopment Programme Conceived as a people's programme 
failed to take off because it degenerated into a government 
programme designed and executed solely by official without 
people's involvement." " 
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The Block and the district advisory committee could 
not achieve their objective bodies, lacked representative 
character and could not obtain a legi t imate status in 
popular est imation on account of their fa i lure to secure 
the degree of the population part ic ipat ion and coopera-
tion implicit in the concept of community Development and 
National Extension Service. 
The acceptance of the Scheme of democratic de-
central izat ion by state government was bound to have a 
far reaching effect upon district administration, and ideas 
held so far about its setup began undergoing a signif i -
cant change. A Cardial question that natural ly came up 
for discussion at the very outset was: What should be the 
role of the District Officer in the scheme of Panchayati 
Raj? How should be stand in relat ion to these bodies? 
Should he be inside the Panchayati Raj institutions? or, 
should he watch their working from out side, acting as their 
guide and adviser and, occasionally, censor? 
The first official conference which discussed the ques-
tion of his alternative roles in the Panchayati Raj system 
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was the 6th meeting of the central council of local self-
govt. held at Banglore in November 1960. THe conference 
decided that "the district officer and the sub-divisional 
officer should be responsible for carrying out inspection 
of the Panchayats and the Panchayat Samities and the 
inspection reports should be sent to the Panchayat samiti 
or the Zila Parishad, as the case may be and the district 
heads of technical departments for suitable action." ^^  
A few month later, the annual conference on commu-
nity development and that of state ministers of commu-
nity development and Panchayat Raj held at Hyderabad 
in July 1961,and discussed the following alternatives: 
(a) "Chairman of Zila Parishad (as recommended by the 
Mehta study Team). 
(b) Chairman of standing committee though not chairman 
of the whole body; 
(c) Full or associated member of the Zila Parishad; and 
(d) Completely outside the three tier system." ^^  
Though the conference resolved that "the collector 
should keep himself in constant touch with Zila Parishad 
with regard to planning and implementation of various de-
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velopment programmes, it felt that it was yet too early to 
indicate which of the following four al ternat ives, which 
were presented by themselves to the conference, were the 
best: 
(i) The collector should be fully associated with the 
Panchayati Raj Institutions and should be member 
and chairman of the Zila Parishad. 
(ii) The collector should be a member of the Zila Parishad 
and chairman of all its standing committees. 
( i i i ) The collector should be just a member of the Zila 
Parishad with/without any right to vote. 
(iv) The collector should be completely outside the Zila 
Parishad but with a right to take part in the delibera 
tions, when ever he considers this necessary.""But 
there was a radically opposite view sponsored by 
those who felt that the District officer was the sym 
bol of the old bureaucratic order, and should not, 
therefore, be chairman of a popularly elected body. 
This view favoured a non-off icial chairman for the 
Zila Parishad for this would inspire confidence among 
both the elected representative and the people. 
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The rural people may not know any thing about the con-
stitution of the country, but they are well versed about the 
District Officer and consider him as kingpin of the dis-
trict administration. People of all walks of life reach the 
District officer for redressing their grievances and seek 
remedies for their problems. 
In Maharashtra, after the introduction of Zila Parishad 
in 1 9 6 1 , the role of District officers in development has 
been considerable reduced. Now, the District officer in 
completely aloof from the work of Zila Parishad. In this 
capacity. It is not possible for him to watch the work of 
Zila Parishad and take part in the del iberations. 
In Gujrat, the District officer is an associate member 
of Zila Parishad but he is free from responsibilities of de-
velopment which are borne by District Development Of-
ficer. In West Bengal, the District officer has a separate 
Development branch under the immediate control of an 
additional District Magistrate. 
In case Tamil Nadu, the District officer is an ex-officio 
chairman of the District Development Council (DDC). The 
statutory nature of DDC enables the District officer to se-
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cure the presence of all district level officers in its meet-
ing and use them as an instrument for the purpose of de-
velopment. 
In Uttar Pardesh, according to the Adhiniyam 1961, the 
District officer is non-voting member of the Zila Parishad. 
He does not convene formal meetings of Zila Parishad but 
meets its members in different development context. 
The Integrated Rural Development Programme ( IRDP) 
in all the districts of Uttar Pardesh, is being implemented 
through a network of District officer or Deputy Commis-
sioner as Project Director. In order to rei ience the Dis-
trict Officer of his development responsibilities a post of 
planning officer was created at the district level. The dis-
trict Planning officer who was re-named as Chief Devel -
opment Officer in 1981 -82 to strengthen decentral ized 
planning process, is a member secretary of District Plan-
ning Board. While, the District officer is made chairman 
of District Planning Board.. 
Where the District officer is the district authority for 
development, its coordination is his direct responsibi l -
ity. Most of the functions in the field of developmental 
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Programmes are technical in nature. In order "to accom-
plish the coordination of field operation the District of-
ficer must gain personal knowledge of local conditions 
and the function of each field agency and an intimate 
acquitance with the f ield supervisors and be prepared to 
acknowledge himself as a leader of his equals. 
The District off icer's leadership in the area of imple-
menting the development programmes has two phases, 
the democratic and the bureaucratic. His bureaucratic 
leadership has a tradit ion supported by several statue;^ 
orders, manuals and instruction which make it mandatory 
for the district level departmental officers to render as-
sistance and advice him in his capacity as the head of 
the district administration. In democratic phase, the Dis-
trict officer is given power to play an important role in 
the implementation of programme of democratic decen-
tra l izat ion. With the change in the pattern of polit ics, 
their presence in the district development council (DDC) 
poses a tacit chal lenge to the democratic leadership of 
the District officer and causes at times a measures of 
discomfort to him. These development can be faced only 
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by a leadership intellectually bril l iant, resourceful and in-
spiring which will be rather rare to be located in bureau-
cratic l ife. 
As chairman of several committees of public impor-
tance in the district, the district officer is advantageously 
placed to strengthen his leadership to secure the partici-
pation of the people in developmental activit ies. 
The District officer is the principal coordinator of the 
development programmes of the distr ict . With his expe-
rience, he plays a dominant role in the realisation of the 
objectives of Panchayati Raj and rural development. In 
1 9 6 1 , a conference of ministers and chief development 
officers of many states was held in Hyderabad. This con-
ference proposed an opposite view that District officer 
has to discharge following functions in relation to the 
Panchayati Raj institutions; 
(i) To function as a representat ive of the state govern 
ment at the District level and to work as an effective 
liaison between state govt, and local administration, 
( i i ) To help in the proper and healthy growth of the new 
institutions and in particular assist the Zila Parishad 
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to grow into an effect ive organisation for purpose of 
development. 
(ii i)To ensure optimum ut i l izat ion of resources avai lable 
to Panchayati Raj inst i tut ions. Such as money, staff, 
technical assistance and other facil it ies from higher 
levels, 
(iv) To ensure that district level officers discharge their 
central responsibility for planning and supervision so 
as to provide adequate technicalsupport to the pro 
gramme; 
(v) To ensure that planning by Z i la Parishad and lower 
bodies is realistic, and is in conformity with national 
priorities and policies. 
(vi)To ensure that the Panchayati Raj institution gives due 
attention to the economically weaker sections of the 
community, 
(vi i ) To exercise emergency powers in case of abuse of 
authority by the local bodies for their office bearer as 
also in other cases inaccordance with the provision 
of law." " 
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It was widely welcomed by different states and ex-
pected that he should continue to be the representative 
of the government, the guardian of law and order.the pro-
moter, helper and mentor of the local administrat ion, it 
was also expected that as chief executive officer of the 
Zila Parishad, the district officer will unable to discharge 
his duties as government representative as well as guide 
and adviser of the local bodies. The double accountabil-
ity will make his position total ly confused and unclear. 
Moreover by making him subordinate to the Zila Parishad 
the government will loose an important observer of the 
district who regularly informed it about the progress of 
development work of local administration of the district. 
He will find himself in a dilemma of uncertainty and con-
fusion. 
In the course of time, it is possible that all functions of 
the government in the district may be transferred to the Zila 
Parishad, Panchayat Samities and village Panchayats; if it 
happens then a functionary of a status and training of the 
District officer will not be needed and the chief executive of-
ficer of the Zila Parishad will be centre of the functions in 
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the district. Further, if full fledged Panchayati Raj system is 
created then the District Officer will not be a final arbitMioof 
matters relating to local bodies. In such condition, the Dis-
trict officer will play role as a coordinator rather than as an 
administrator. Here coordination means "striking a balance 
between the Panchayati Raj system as an institution capable 
of balance decision making and the need to ensure that the 
system is implementing state policies and programmes effi-
ciently and maintaining and even improving the standard laid 
down by the technical department." 2» 
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PROFESSIONALISM AND RECRUITMENT OF BUREAU-
CRATS: 
This sec t i on endeavours to ana l yze the p r o f e s s i o n a l -
ism from the ins ide and to br ing out what seems to be the 
major fac to rs a f f ec t i ng thei r ro le in the serv ices and the 
main prob lems that need to be s o l v e d . Before go ing in to 
de te rm ine we must make it c lear tha t what exac t l y the 
p ro fess iona l i sm is in the present con tex t . The Fu l ton Re-
port de f i nes ' p r o f e s s i o n a l i s m as i n c l u d i n g two main at-
t r i bu tes sk i l l in one 's job as a resu l t of t r a i n i ng and sus-
ta ined e x p e r i e n c e ; and the f u n d a m e n t a l know ledge and 
deep f am i l i a r i t y w i th a subject that enab le a man to move 
wi th ease among i ts concep ts . ' ^ * The repor t goes on to 
say that these q u a l i t i e s are r equ i r ed at a l l l eve ls and in 
a l l par ts of the s e r v i c e and uses the term in that com-
p rehens i ve sense t h r o u g h o u t . It t hen d i s t i n g u i s h e s be-
tween two broad types of p ro fess iona l i sm which the serv-
ice needs, f i r s t l y that of those whose work in government 
is just one of a number of career oppor tun i t i es for the ex-
e rc ise of the i r q u a l i f i c a t i o n s and sk i l l and second ly that 
which so ca l l ed gene ra l i s t s of the adm in i s t r a t i ve and ex-
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ecutive classes need to develop more fully. To the first 
group the Fulton committee applies the term specialist but 
as they includes in it^any one with special ist knowledge 
and training they leave what they call the generally rec-
ognized professions. Professionalism has of late become 
a fashionable term, almost in the parlance of public per-
sonnel administration. In the raising debate of the day, the 
s logan among the publ ic serv ices seems now to be 
professional ise or perish. This has been heightened by 
the Prime Minister's recent pronouncement about commit-
ted bureaucracy. The init ial fog having now been dis-
pel led , it has become abundantly clear that what the 
Prime Minister is advocating represents almost the high-
est that the public services should seek to achieve, and 
be interpreted correctly, it should really lead to one very 
distinct and distinguished acquisit ion for the civil serv-
ices, that is, professionalism which alone can inject sat-
isfying element into the services and bring about better 
policy formulation, more effective programme implemen-
tation and all round community contentment. 
The term professionalism implies the existence, in 
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good measure of certain essential attr ibutes connected 
with a profession. A profession has been defined in the 
oxford dictionary as "a vocation in which a professed 
knowledge of some department of learning or science is 
used in its application to the affairs of others or in the 
practice of an art founded upon. It is not merely a collec-
tion of individuals who like to living for themselves by the 
same kind of work; it essential ly refers to a body of men 
who carry on their work in accordance with the rules (or 
recognized conventions) designed (or followed) to en-
force certain standard for the superior performance of 
their duties and responsibi l i t ies, for greater service to 
the public and for a more effective protection of the rights 
and interest of their membership group. A 'professional' 
would be distiriguished from an ordinary laity"" by a more 
positive correlation between the acquisit ion of certain 
learning, and its applied excel lence in the performance 
of his assigned functions within the frame of some ac-
cepted code of conduct geared to promote ultimate pub-
lic good. The concept of professional ism is defined and 
redefined by writers like Durkheim, Carr-Saunders and 
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Marshall . '^  Until recently it was more an arena of debate 
for sociologists. But the subject has now received a new 
dimension from the hands of the polit ical scientists, who 
are concerned about the importance of professional 
groups in shaping and implementing government policies. 
The l i terature on professionalism is in abundance. It 
may be classified in to three schools . " 
(a) The Definition school. 
(b) The Evolutionary school, and 
(c) The Revisionist school. 
Each of these schools has given a new dimensions to 
the concept of professionalism. According to def ini t ional 
school, a profession is an occupation based upon spe-
cial ized intel lectual study and t ra in ing, the purpose of 
which is to supply skilled service or advice to others for 
a definite fee or salary. ^^  Thus Definit ion school places 
emphasis on the assumption of service to the cl ients 
based on special knowledge. The necessary characteris-
tics of a profession thus includes the attainment, transmis-
sion and application of systematic knowledge, on or ienta-
tion towards community wtll being rather than self inter-
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est, self control of behavior and a system of awards which 
are symbols of achievement and not ends on themselves. 
The Evolutionary school: The exponents of this school 
are persons like wilemsky and Moore, who have placed 
emphasis on certain attr ibutes. They believed that when 
ever an occupational group begins to emphasize the ap-
plication of scientific knowledge in the interest of the cli-
ents, the group is said to be proffessional ised. To them 
the ideal type of professions are medicine and law. 
The advocates of Revisionist school have concentrated 
on components of profession. Freedson cocludes the ex-
amination of the character ist ics of professionalism by 
not ing the d i v e r g e n c e be tween the development of 
knowldge in the abstract and appl icat ion of such knowl-
edge to individuals in a work situat ion. 
Even today there is no universal ly acceptable ideas 
about professionalism. But certain common characteris-
tics of profession have been agreed up. They may be 
stated as follows. ^^  
1. The professional possesses a specialised body of knowledge/ 
skill acquired over a long/period of education and training. 
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2. The professional has a serve orientation implying the use 
of his knowledge and diagnostic skills in the best inter 
ests of clients and in the absence of self interest. 
3. The professional demands autonomy of judgment about 
the application of his knowledge/ski l ls. 
4. The establishment of professional associations that 
perform the functions like : establishing cri teria of ad 
mission to the profession and exercising control over 
admission through educational standards, licensing or 
other formed entry examinations and to protect the au 
tonomy of the profession. 
Experience of the past, analysis of the present, 
and forecast of the future seem to suggest that the em-
bryo of professionalism making perhaps its first small 
sprouting in the courtyard of guild of the ear l ier centu-
ries, has grown in to a great banyan' firmly rooted In the 
field of public personnel Administration. 
To inquire into the claim of public administrat ion, as 
a profession, one has to examine its component parts. 
The Public Administration is both an academic discipline 
and an applied science. The number of persons using this 
122 
app l i ed sc ience have i n c r e a s e d cons ide rab ly . Fur ther , 
these persons can be d i v i d e d in to two compar tments : 
1. Technocrats or p r o f e s s i o n a l s in the t rad i t i ona l sense 
of the term l ike doc to r s , Eng inee rs and lawyers. 
2. General administrators or bureaucrats as professionals. 
Wh i le the f i rs t group has the stamp of p ro fess ion , the 
second one , if j udged by the c r i t e r i a la id down, canno t 
be te rmed as p r o f e s s i o n a l s . But t he re is a growing t e n -
dency on the part of many, to g i ve a f l ex i b l e i n t e r p r e t a -
t i on to the term p r o f e s s i o n a l , so as to inc lude the gen -
e ra l admin i s t ra t i on a l so . 
Professionalist Take Over: 
The i n e v i t a b i l i t y of i m p e n d i n g p r o f e s s i o n a l i s t take 
over f rom what is lay and a m a t e u r i s h in admins t ra t i on 
comes in sharp re l ie f when we focus our a t ten t ion of the 
changing pattern of tasks and func t ions of the present day 
a d m i n i s t r a t i o n and make a p r o j e c t i v e assessment of the 
na tu re and sty le of a d m i n i s t r a t i o n in the e ight ies or per-
haps the e igh t ies . There is , in th is d iagnos is , the impl ied 
assumpt ion that publ ic se rv i ces of yesterday, their s t ruc-
t u r e , p rocedure , pe rsonne l , r e c r u i t i n g pol icy etc. are go-
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ing to be general inadequate , and wil l , in real i ty, be 
thrown out of her, to cope with the administrative exce l -
lence of tomorrow. Indeed , meeting the future chal lenge 
squarely enough wil l be an impossible exercise for s ta-
tus quoistic services with only traditional or conventional 
skills available with them, It would surely need a new com-
mitment, a pervasive and permeative ethos, and sharper 
tools and equipments. 
What is going to be the character of future adminis-
tration in a country l ike ours, from 'warfare' to wel fare , 
from 'agraria' to industr ia , or from what Morstein Marx 
ca l ls n e g a t i v e ' n i g h t w a t c h - m a n s h i p ' to p o s i t i v e 
statemanship', in short , from passive regulation to posi-
tive management is not just a small step but a giant 
leapforward. The compulsive positivism of modern state , 
particularly the assumption of new roles as a promoter 
of public good in the social sector, as a dynamic ent re -
preneur in economic and industrial fields and as the foun-
tain spring of all round developmental and d i rect ive 
forces, has its counterpart implications for the public 
services 3S 
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New a d m i n i s t r a t i o n ' s c h a l l e n g i n g tasks In ushe r i ng in 
an ega l i t a r i an society . ^* based on soc ia l i za t ion of oppor -
t un i t i e s for a l l , mode rn i za t i on of t r ad i t i ona l i n s t i t u t i o n s , 
re -o rde r ing and ra t i ona l i z i ng the system of soc ie ta l r e l a -
t i onsh ips etc . , as also in b r i ng ing about a sel f re l i an t af-
f l uen t soc ia l i s t economy t h r o u g h g igan t i c s tate p ro j ec t s , 
p r o d u c t i o n and d i s t r i b u t i o n sys tem, p resuppose a major 
b u r e a u c r a t i c b r e a k t h r o u g h , indeed they need a momen-
tous manager ia l exp los i on . 
New Frontiers: 
It can c o n f i d e n t l y be sa id that the fu tu re a d m i n i s t r a -
to rs in charge of manag ing such a co lossa l change f o l -
l o w i n g f r o m t h e a s s u m p t i o n by t h e g o v e r n m e n t of 
t rans formatory funct ions in al l sphere of societa l l i fe must 
acqu i re a basic l i te racy in the fo l l ow ing f i e l ds , namely : 
( i ) Sc ience and techno logy 
( i i ) Soc ia l and behav iou ra l sc iences 
( i i i ) Economics in governments 
( iv) Management in government and al l that goes to make 
a d m i n i s t r a t i o n managemen t o r i e n t e d , modern t o o l s of 
managemen t and other n u m e r i c a ids (or q u a n t i t a t i v e 
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t echn iques to d e c i s i o n - m a k i n g w i th p a r t i c u l a r accent on 
economic ana lys i s . 
(v) Human re la t i on in management ; 
(v i ) Impact of ' p e o p l e ' on the po l i cy and programmes for 
change, nature of g roup dynamics and pub l i c re la t i ons ; 
(v i i ) Research and deve lopmen t . 
It is not sugges ted that f u tu re a d m i n i s t r a t o r s have a l l 
to be sc ien t i s t or t e c h n o l o g i s t t h o u g h the p lace of the 
la t te r in t omor row 's a d m i n i s t r a t i o n w i l l have to be made 
secure and commensurate wi th the inc reas ing ly important 
ro le they are expec ted to p lay. 
India's Experiments with Professionals: 
Before the cu r ta in ib d rawn , it wou ld be less than fa i r 
not to ment ion that thfough the command ing he ights of In-
dian Admin is t ra t ion are s t i l l by and large the genera l i s t ' s 
p rese rve , end of change has s t a r t e d b low ing over the 
admin is t ra t ive landscape and some unmis takab le signs of 
p ro fess iona l cum s p e c i a l i s t dent are a lso ev iden t . The 
depar tment of A tomic Energy has a l l a l ong been headed 
by a nuclear sc ien t i s t ; M in is t r y of law by a member of the 
lega l p ro fess ion or s e r v i c e ; and the Ra i lway Board by 
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member of the Rai lway s e r v i c e s . The Depar tment of eco -
nomic a f f a i r s of the F inance m i n i s t r y is now headed by 
an economis t . 
it must be conceded that p r o f e s s i o n a l i s m as has been 
in jec ted into the veins of Ind ian admin i s t ra t i on has so far 
been of spo rad ic cha rac te r and does not seem as yet to 
have been in t roduced as par t of a des i gn or consc ious 
p lan or a long term po l i cy . W h i l e it is not suggested tha t 
there shou ld immediate ly be a to ta l b lood t rans fus ion , af-
ter empty ing al l old bo t t l es , the need for adequate doses 
of p ro fess iona l i sm is i n e s c a p a b l e and , hence requ i res to 
be s t ra igh t -away recogn ized and ac ted upon. One cannot 
ce r ta in ly f igh t modern space era weapons with stone age 
imp lemen ts . To be in s tep w i t h the t i m e s , one must heed 
the zooms of jumbo jet on the ho r i zon and not remain con -
tent wi th the ra t t les of bu l l ock ca r t s . 
Profession of Civil Service and Recruitment Policy: 
There are two main i ssues wh i ch need a clear po l i cy ; 
( i ) A c lea r p i c tu re of the ro le of the t r a d i t i o n a l p ro fes 
s i ona l s , spec ia l l y at the h i g h e r manager ia l leve l v i s -
a-v is a d m i n i s t r a t i v e p r o f e s s i o n a l s . 
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( i i ) A c lear rec ru i tment and t r a i n i ng po l icy , depend ing on 
the r e l a t i ves ro les of the two . A b r ie f su rvey of the 
rec ru i tmen t p o l i c i e s of the d i f f e r e n t c o u n t r i e s , spe 
c ia l l y those wh ich p l e a d , e n t h u s i a s t i c a l l y for p ro fes 
s iona l i sm revea l s tha t t he re is a lack of c l a r i t y , as 
to how these c o u n t r i e s w i l l ach ieve p r o f e s s i o n a l i s m 
in pub l i c se r v i ce . 
Great Britain: 
Fulton committee, has very st rongly advocated the ideas of 
professional isat ion of c iv i l serv ice. But a lot of confusion is 
created by it on the quest ion of means to achieve it. 
In the open ing para of the repo r t , Fu l ton has c r i t i c i z e 
Meekly and North Cote-Treve lyan approach to recru i tment . 
The c r i t i c i sm is based on the g round that the cand ida tes 
had read no th ing but sub jec t s i r r e l e v a n t to the i r f u t u r e 
career. ^^  He t r i es to sepa ra te re levan t f rom i r r e l e v a n t 
subjects but u l t ima te l y f a i l s to b r ing out a c lear d i s t i n c -
t ion . May be because he is caught between the t r ad i t i ona l 
and revo lu t ionary app roaches . 
He fu r the r a rgues tha t they ' shou ld be rec ru i t ed to do 
a spec i f i ed range of j obs in a p a r t i c u l a r area of work . ^ ' 
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He classif ies the functions of the government broadly in 
to two categor ies . 
i j 
(i) economic! and f inancial and 
(ii) social, bdt the utility of grouping the functions of the 
government on the above does not seem to be correct. 
While on the one hand he places emphasis on the relevancy of 
subjects on the other hand he admits that at the early age of 13, 
itt is difficult for the one to make a correct choice. Thus while 
advocating preference for relevance as the main criteria for entry 
in to the service, he could not exclude those who have studied 
irrelevant discipline's. ^ 
This indicates a contradiction in his own thinking. Fur-
ther contradict ion is added by his observation that 'We 
attach great importancei^ensuring that the early decisions 
which may shape a .man's career in the service, should 
be based on post entry performance rather than pre-en-
try promise.^° The main cause of this confusion is that he 
could only change the label but not the content, of the 
recruitment policy. 
To conclude, the recommendations of Fulton, seems to 
boil down to a redefinition of the roles of generalists and 
l;^9 
spec ia l i s t s , ra ther t han a t temp t ing to make the c i v i l serv -
ice a p ro fess iona l one ; by sugges t ing a d ras t ing change 
in the recru i tment po l i cy . 
America: 
The rec ru i tmen t p o l i c i e s of B r i t a in and Amer i ca are 
genera l ly cons ide red as po les apar t . In the Uni ted Sta tes 
of Amer ica more e m p h a s i s is p laced on p re -en t r y t r a i n -
ing and s p e c i a l i s e d k n o w l e d g e in the pa r t i cu la r a r e a , or 
in the words of Fu l ton the test is in the re levant sub jec ts . 
The American p rac t i ce of pos i t i on c lass i f i ca t ion has been 
he lp up as a f a c i l i t a t i n g d e v i c e , *'* to p rov ide what a job 
demands are and a m a t c h i n g of the sk i l l s of i n d i v i d u a l s 
w i t h t h o s e d e m a n d s . E v e n t h e s c h o o l of p u b l i c 
adm in i s t r a ton f o c u s s e d too much a t t en t i on on the too l 
sub jec ts of b u d g e t i n g , p e r s o n n e l management and me th -
ods ana l ys i s . The e m p h a s i s on over s p e c i a l i z a t i o n re -
su l ted in c rea t i ng the lack of b readth and v i s i on n e c e s -
sary for c iv i l se r v i ce , at the higher leve ls . However, com-
miss ion in 1955, p l a c e d the idea of a ' sen io r c i v i l se rv -
i ce . But it took a c o n c r e t e shape in the form of sen io r 
execut ive serv ice (SES) on ly in 1978' . ^^  The idea beh ind 
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the c r e a t i o n of such a se rv i ce was the des i re for mana-
ger ia l f l ex ib i l i t y and execu t ive leadership. The SES is the 
b l end ing of both the t echnoc ra t s and the genera l a d m i n -
i s t r a t o r s . The c r e a t i o n of th is se rv i ce is a c lean i n d i c a -
t i on of the new t r ends In c i v i l se r v i ce . A country , whe re 
the spec ia l i za t ion is the order of the day, has also s ta r ted 
t h i n k i n g se r ious ly abou t the consequences of s t r e t c h i n g 
the theory too far. 
India ; 
In India, though professional ism of civi l service is the talk 
of the day, even today the discussion remains to be more or 
less an academic one. The Administrative Reforms Commis-
sion in its report on personnel administration has touched upon 
only two aspects of the problems, the role of the professional 
group vis-a-vis general administrator and division of adminis-
t ra t ion into funct ional areas in the f i rs t aspect, it observed 
"the road to the top must be open to every competent and 
qua l i f ied government servant. To higher management in the 
secretar ia t talent must be drawn from every cadre and c lass 
of government servant." *^ 
The admin is t ra t ion is d iv ided into eight main func t iona l 
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areas . They a re , economic , i n d u s t r i a l , a g r i c u l t u r a l and 
ru ra l deve lopmen t , soc i a l and e d u c a t i o n a l , pe rsonne l , f i -
nanc ia l , defense and in te rna l secur i t y and p lann ing . The 
ARC has gone into fur ther deta i ls in s p e l l i n g out the sub-
jec ts to be covered by each f u n c t i o n a l a rea . 
The s e l e c te d person are to be r e q u i r e d to ga in spe-
c ia l i zed knowledge and experience in one of the funct ional 
areas depend ing on the i r q u a l i f i c a t i o n s and exper ience . 
The s e l e c t i o n of persons for va r i ous f u n c t i o n a l a reas , 
does not imply any change in the r e c r u i t m e n t po l i cy as 
these se l ec t i ons are to be made t h r o u g h the process of 
a 'm id - te rm compe t i t i ve examina t i ons . " 44 
The commi t tee on rec ru i tmen t p o l i c y and se lec t i on 
method (Ko tha r i commi t tee) 1976 a lso d i dno t look at the 
recru i tment pol icy from the view point of p ro fess iona l i sm. 
The on ly i n n o v a t i o n of the Ko thar i c o m m i t t e e in th is d i -
rec t ion was the suggest ion of a l l oca t ion of the cancfidates 
to va r i ous se rv i ce (A l l India and C e n t r a l ) a f te r the com-
p le t ion of the f ounda t i ona l t ra in ing cou rse of one year at 
the Nat iona l Academy of A d m i n i s t r a t i o n , Mussoo r i e . But 
that was a lso not accep ted by the g o v e r n m e n t wi th the 
132 
result, the changes introduced by government in the meth-
ods of recruitment since 1979, were just marginal adjust-
ments without making any attempt at professionalising the 
civil service or even providing a strong base for cordial 
relationship between the two groups, on the basis of func-
tions which was the main plea of ARC was not at all a new 
idea.as most of the central services are grouped to-
gether on the basis of their areas of specialization such 
as income Tax, Excise etc. The prestigious Indian admin-
istrative services whose area of operation as per the 
recommendations of ARC was to be confined to a few 
subjects only, has not been touched upon by the govern-
ment so far. It continues to represent the Macaulay's phi-
losophy of 'all rounds. 
Even the training arrangements of Indian adminis-
trative services, do not provide any chance for special i -
zation in the different areas. To conclude, the recruitment 
system in India today doesnot provide any scope for 
professionalisation of civil service or even selection on 
the basis of preference for re levance. The talk of profes-
sionalism remains only on paper. 
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Before trying to establish the relevance of the recruit-
ment policy to the concept of professionalism in bureau-
crats, one has to be sure about the existence of this new 
profession. This question brings us back to the old con-
troversy: can administration be taught. To quote Levitt, ' 
We can teach about management but we can not teach 
management. ' * ' This means the management is not sim-
ply acquiring certain skil ls, it is a bent of mind also. 
Inspite of heavy doze of management one may not prove 
to be a good administrator. But this theory equally ap-
plies to other professions also. Even if the public admin-
istration is judged from the minimum requirements of a 
profession, a s tandard ized professional educat ional 
knowledge and the acceptance of a code of conduct vis-
a-vis the public clients and other professionals, and will-
ingness to accept responsibility for action taken one will 
have to think twice before putting the label of profession 
to it. To satisfy the ego of its exponents one might agree 
that it is a profession in making. 
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CHAPTER - IV 
PROFESSIONALISM AND TRAINING OF BUREAUCRATS 
OBJECTIVES AND PROBLEM AREAS OF TRAINING : 
The f i r s t s tep in the t r a i n i n g s t r a tegy shou ld be to d e -
f i ne the o b j e c t i v e s of t r a i n i n g in order to meet the c h a l -
l enges of d e v e l o p m e n t . Apar t f rom the f u n c t i o n a l and 
t e c h n i c a l c o m p o n e n t s of the s k i l l s or p r o f e s s i o n a l i s m 
requ i red that a l l t r a i n i n g p rog rammes shou ld i n v a r i a b l y 
aim at : 
1. D e v e l o p m e n t : a maximum awareness of the p o l i t i c a l 
s o c i a l and e c o n o m i c e n v i r o n m e n t in wh ich p u b l i c o f f i -
c ia l s ope ra te , p a r t i c u l a r l y wi th respect to the i n c r e a s i n g 
i n t e r a c t i o n b e t w e e n complex o r g a n i s a t i o n s in bo th the 
pub l i c and p r i v a t e s e c t o r s . 
2. P r o v i d i n g the p u b l i c se rv i ces w i th a maximum a w a r e -
ness of the m u l t i - d i s c i p l i n a r y in f luences which af fect the 
o b j e c t i v e s and i m p l e m e n t a t i o n of pub l i c po l i c y , i n c l u d -
ing in p a r t i c u l a r , the economic and resou rce a l l o c a t i o n 
p rob lems of p o l i c y m a k i n g . 
3. Developing the maximum capacity to deal with the inter per-
sonal groups and human aspects of organisational behaviour. 
la? 
4. Deve lop ing a know ledge of the u t i l i t y and l im i ta t i ons 
of quan t i ta t i ve methods and re la ted computer technology 
and a b i l i t y to u t i l i z e such t e c h n i q u e s p e r s o n a l l y when 
requ i red as an a id to p rob lem s o l v i n g and dec is ion -mak 
ing. 
5. D e v e l o p i n g among p u b l i c s e r v i c e s p r o p e r norms of 
a c c o u n t a b i l i t y , r e s p o n s i b i l i t y and r e s p o n s i v e n e s s , 
a n d m a k i n g them a w a r e of t h e i r e t h i c a l and mo ra l 
o b l i g a t i o n s towards the pub l i c they se rve . 
6. Deve lop ing amongst a l l l eve l s of pub l i c se r v i ce , a 
secu lar ou t look and pos i t i ve a t t i t udes of ded i ca t i on and 
commitment to deve lopment goals and na t iona l in teres ts . 
There shou ld be to evo l ve a c o m p r e h e n s i v e t r a i n i n g 
pol icy, which should ou t l ine the scope of "a l l t ra in ing ac-
t i v i t i es , approaches to t ra in ing needs, assessment of the 
p r i o r i t i e s and f i n a n c i n g a r r a n g e m e n t , t h e ro les and 
functionsof d i f f e ren t c a t e g o r i e s of t r a i n i n g i n s t i t u t i o n s 
and mechan ism for c o o r d i n a t i n g the i r works l i nkage of 
tjk.<iining to career p l ann ing and deve lopmen t and gu ide -
l ines for the mon i to r ing and e v a l u a t i o n of t r a i n i n g " <^) 
A comprehensive, conceted, and coherent training policy must become 
an integral part of the government's personnel function and must be 
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so imp lemen ted . Var ious t ypes of ca tegor ies of t r a i n i n g 
should be proper ly re la ted to each of the personne l func-
t i o n ^ r e c r u i t m e n t , p l a c e m e n t , r eass i gnmen t , promotion, 
t rans fe r , requ i rement of new s p e c i a l i s e d sk i l l s and u l t i -
mately to a comprehens ive programme of human resource 
deve lopment . 
The Probiem Areas : 
There is no doubt tha t t r a i n i n g of pub l i c s e r v i c e s in 
Ind ia has been a g r o w i n g i n d u s t r y at leas t s i nce i nde -
p e n d e n c e . However , d e s p i t e t h i s boom, on ly a sma l l 
number of pub l i c s e r v e n t s have been able to bene f i t by 
the t r a i n i ng po l i c ies and a r rangemen ts both in the gov-
ernment as wel l as pub l i c sec to r . Accord ing to one e s t i -
mate , on ly one sen io r c i v i l s e r v e n t in f i ve is l i ke l y to 
have some i n - se rv i ce t r a i n i n g d u r i n g his en t i r e career . 
Also such t ra in ing has been heav i l y concent ra ted on pre-
entry and post -ent ry courses for admin i s t ra t i ve e l i t es , to 
the neg lec ted of i n - se rv i ce t ra in ing and the t ra in ing needs 
of lower level staff. <2> It is a we l l known fact that t r a i n i ng 
has been f r equen t l y done for the wrong reasons and in 
the wrong way. Peop le are sen t on courses to get them 
out of the way, or to f ind a temporary placement for those 
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a w a i t i n g t r a n s f e r s or p o s t i n g s . Somet imes it has been 
g i v e n as a reward ( e s p e c i a l l y l ong te rm courses in fo r -
e ign c o u n t r i e s ) for ones se rv i ces in a pa r t i cu la r depar t -
ment , but w i t hou t any p r e - p l a n n i n g as to how the t r a i n -
ing g i v e n is p roposed to be u t i l i s e d a f te r the t ra inees 
re tu rn f rom the course. Bu reauc ra t i c po l i t i c s and pat ron-
age p lay a more impor tant ro le , such ar rangements have 
l i t t l e to do w i th the na ture of t r a i n i n g or making peop le 
more e f f ec t i ve at the i r j obs . Even where the reasons for 
s e l e c t i o n of pe rsonne l have been a p p r o p r i a t e , t r a i n i n g 
have been most l y inappropr ia te . D e s p i t e numerous pro-
n o u n c e m e n t s at r e g u l a r i n t e r v a l s t h a t t r a i n i n g p ro -
g rammes must be re la ted to a p rocess of sys tamat ic ca-
r e e r - d e v e l o p m e n t , the t r a i n i n g a g e n c i e s e i ther at the 
l eve l s of the c e n t r a l gove rnmen t or s t a t e governments 
have not been ab le to ach ieve th i s c o o r d i n a t i o n . 
Too o f t en the persons who can be s p a r e d are not the 
most a p p r o p r i a t e for t r a i n i n g . Some o f f i c e r s apply for 
t r a i n i n g s imply to escape f rom the hard work or respon-
s i b i l i t i e s of the j ob , or to avo id t r a n s f e r to a hard sta-
t i o n . B e s i d e s , the n o n - p e r m e a t i o n of t he exp l i c i t i n fo r -
ma t ion abou t the ava i l ab l e t r a i n i n g C o u r s e s down the 
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l eve l s of h ie rarch ies to p o t e n t i a l t r a i n e e s and the i r su -
p e r v i s o r s , has been the most impor tan t o b s t a c l e in the 
way of t r a i n i n g of pub l i c se r v i ces , espec ia l l y at the d i s -
t r i c t and l oca l l eve ls . Most of the t r a i n i n g a p p o r t u n i t i e s 
are g e n e r a l l y u t i l i z e d by the s e n i o r - l e v e l o f f i c i a l s w i th 
the resu l t that many of the midd le level o f f i c i a l s , who are 
c ruc ia l p layers in the p o l i t i c a l p rocess , v i r tua l ly have no 
In -se rv i ce t ra in ing t h roughou t the i r career . 
Th is is the corps of m idd le - l eve l o f f i c i a l who have re -
s p o n s i b i l i t y for i m p l e m e n t i n g s p e c i f i c p rogramme in a 
spec i f i c r e l a t i ve l y c o n s t r i c t e d area-a s ta te , a d i s t r i c t , a 
p r o v i n c e or an urban Zone . These are the ones who are 
he ld r e s p o n s i b l e for p rog ramme resu l t s by the i r s u p e r i -
o rs . Th i s co rps of i n d i v i d u a l s , the f i r s t and the second 
ranks of the f ie ld a d m i n i s t r a t o r s , ma in ta in f requent con -
tac t w i t h na t i ona l or r e g i o n a l s u p e r i o r s : but a lso has 
o c c a s i o n to i n te rac t w i th the c l ien ts of gove rnmen ta l 
agenc ies and the opponen ts of the p rogrammes at loca l 
l e v e l s . As ap t l y d e s c r i b e d by a scho la r , these midd le 
leve l o f f i c i a l s may have c o n s i d e r a b l e d iscret ion in purs -
ing t h e i r t a s k s , and even when it Is not de f ined as par t 
of t he i r f o r m a l d u t i e s , they may have a dec ided impact 
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on i n d i v i d u a l a l l o c a t i o n decisions'.^^^ These are the kind 
of o f f i c i a l s , who bear the most of the p r e s s u r e s f rom 
the i r own hierarchy, the loca l l eaders and p o l i t i c a l e l i tes 
and even the c l i e n t e l e , whom they se rve . In nego t i a t i ng 
th rough the p ressu res and coun te r p ressu res genera ted 
by a l l t h e s e g r o u p s , t h e s e o f f i c i a l a re m o t i v a t e d by 
ca ree r i sm , a set of s tanda rds w i th wh ich they can weigh 
p r e s s u r e s and eva luate the p o s s i b l e impact on p ro fes -
s i o n a l s t a n d i n g . In the I n d i a n s i t u a t i o n , such o f f i c i a l s 
ha rd ly get an o p p o r t u n i t y to t r a i n t h e m s e l v e s and im-
prove the i r capac i t y to w i t h s t a n d s these p r e s s u r e s . To 
mot iva te and t r a i n , these band of o f f i c i a l s have been one 
of the c ruc i a l p rob lems which has been main ly respons i -
ble fo r the i n c r e a s i n g gap be tween the t a rge t s l a i d and 
pe r fo rmance ach ieved . 
It is beyond the scope to a t tempt an eva lua t i on of 
va r ious types of cu r r i cu la of t r a i n i ng and the methodo lo -
gies adopted by t ra ine r ' s in t r a i n i ng for deve lopment ad-
m i n i s t r a t i o n . Over the y e a r s , t he re has been a g radua l 
r e a l i s a t i o n on the part of the gove rnmen t tha t input of 
v a r i o u s soc ia l sc iences d i sc ip l i ne is essent ia l in many 
t ra in ing programmes meant for development administrators. 
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However, except a few long term courses, meant as a part 
of the in-serv ice process, many of the t ra in ing programmes 
donot at al l cor respond to the educat ional needs of the de-
ve lopment a d m i n i n s t r a t o r s . Nor do the me thodo log ies 
adopted in most cases go beyond the t rad i t iona l lec ture 
method that has been in vague and which is perhaps the 
easiest one to pick up as a t ra in ing device. Efforts have 
been made to l ink t ra in ing with research and consul tancy. 
Some of the other a l te rna t i ves , e.g. lateral entry of pro fes-
sional ly t ra ined development administrators by Univers i t ies 
and professional ins t i tu t ions have met with st i f f res is tance. 
A closer co l labora t i ve look at the var ious curr icu la wi th a 
construct ive cr i t ic ism is something which is urgently needed 
for updat ing the content and methodology of the t ra in ing 
courses meant for development administ rators. 
Further more, those who are responsib le for p rov id ing 
leadership to t raining act iv i t ies have often treated their func-
t ion as a d iscrete event rather than an overal l programme 
of organ isat iona l improvement or re la t ing it to actual work 
environments. A r igoTous evalut ion of t ra in ing programmes 
in the context of o rgan isa t i ona l and envi ronmenta l f rame 
work has been lack ing in most of the t ra in ing ef for ts . Cou-
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pled with that has been the absence of systematic monitor-
ing and followupof the ef fects of t ra in ing on one's career de-
velopment or performance on the job. If the purpose of t ra in -
ing is to help make an organ isat ion more effect ive, the total 
administrat ive system must be made conducive to human re-
sources development and must regard t ra in ing as an in te-
gral part of the whole process . A p iecemeal approach to 
t ra in ing would only lead to a massive waste of resources 
and a lack of coord ina t ion in their use creat ing an atmos-
phere of f rus t ra t ion and cyn ic ism. 
Challenges of Development: 
What does development imply? What are its challenges? Since 1950's 
these questions have been the subject of endless discussions and 
debate amongst policy-makers, political scientists, economists, so-
ciologists, the administrators and the general public.^^ Basically, it 
implies two fundamental propositions. 
(a) It is concerned with a l l ev ia t i ng poverty, ignorance and 
diseases, thus It is re la ted to soc ia l , po l i t i ca l , cul tural and 
economic fac tors , and 
(b) The concept of deve lopment appl ies to every one and 
not just to a small p r i v i l eged class or the elites in the soc i -
ety. In most developing countr ies, reduction in economic and 
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socia l d ispar i t ies have been the most d i f f i cu l t to rea l ise. 
Impl ic i t in development today is the goal of a Good society 
: Weal thy, jus t , democrat ic , order ly, sc ien t i f i ca l l y ordered 
and technica l ly developed, and in fu l l contro l of i ts own af-
fa i rs , a society opposi te to the image of most of the th i rd 
world countries as "poor, inequitable, repressive, violent and 
dependent."<^ The base from which the developing societ ies 
start is low and the obstacles to this v is ions are great. Peo-
ple 's expectations run high and the avai lable resources, such 
as sk i l led manpower, appropr ia te ins t i tu t ions and techno l -
ogy, adequate f inances, are always d imin ish ing in the face 
of tremendous populat ion exp los ion. To Top it a l l , poor ad-
min is t rat ion, t radi t ional social at t i tudes and out look, declin-
ing moral va lues, the a l lpervas ive cor rup t ion , and the con-
f l i c ts and tensions generated by the ever -growing di f fer-
ences of caste , class and religious b igotr ies tend to poss 
greater threat to the very survival of the society. Such chal-
lenges requi re that those who are respons ib le for the ad-
min is t ra t ion of the society must look beyond the t radi t ional 
conf ines of a colonia l system and instead became change 
or iented managers. 
These developmental goals suggest that development is 
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a national process of comprehensively changing a whole so-
ciety, d i rec t ing it towards growth with t r i ck le down ef fects, 
redistr ibut ion of social benef i ts and community mobi l isat ion. 
Thus, the convent ional th inking of individual sectoral growth 
is rapidly becoming obsolete, with the current emphasis be-
ing on integrat ive approaches. In the present context, there-
fore populat ion problem is no longer synonymous wi th family 
planning alone, or rural development with agr icul tural growth; 
or the heal th care only prov id ing medical f ac i l i t i e s or re-
moval of ignorance wi th the establ ishment of appropr ia te 
educat ional, sc ient i f ic or technical inst i tut ions. Achieving an 
allround integrated development presents a major challanges 
for appl icat ion of management concepts and techn iques, in 
the shape of problems of in ter-sectora l soc ia l planning and 
operat ions management at the nat ional , reg iona l and com-
munity levels. 
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PROFESSIONALISM AND TRAINING OF BUREAUCRACY IN INDIA: 
Considerable attention has been paid to the training 
and t ra in ing needs of civil servants in recent years, 
based on the perception that the tasks which a civil serv-
ant has to perform in a developing society often demand 
skills for which a formal university education at a young 
age, however broad based, can scarcely be adequate nor 
can they possiblybe acquired through experience alone. 
The present emphasis on training also reflects the rec-
ognit ion that in a world of growing professional ism and 
fast changing technology, those who run the country must 
update their knowledge periodically and be familiar with 
the trends of current thought, developments in the tech-
nological f ield and application of new concepts and ap-
proaches to solution of problem in important areas of 
public administ ra t ion, If^tie pace of development is to 
be quicked and the country is not to be left behind . The 
precise object ives of the training sought to be imparted 
are, however, not defined clearly and, consequently the 
form and content of training programme remain hazy and 
their orientation uncerta in. As a resul t , training effort 
lacks direct ion and there is a widely shared feeling that 
147 
the resu l ts a c h i e v e d , hard ly commensura te w i th the t ime 
and r e s o u r c e s s p e n t . A t tempts to d e f i n e the o b j e c t i v e s 
are marked by m i x e d f e e l i n g and i n c o n s i s t e n c i e s as to 
v^hat is sough t to be a c h i e v e d . The a m b i v a l e n c e m a n i -
f e s t s i t se l f in the d i r e c t i v e s g iven by the a u t h o r i t i e s 
s p o n s o r i n g the in s e r v i c e t r a i n i n g p rog ramme for c i v i l 
se rvan ts on the n o n - t e c h n i c a l s ide to the t r a i n i n g i n s t i -
t u t i o n s r e g a r d i n g the tasks env isaged for t hem. In one 
b rea th they are ca l l ed upon to o rgan ise the t r a i n i ng p ro -
grammes around a g i v e n theme, and at the same t ime 
they are t o l d not to t ry to s t ruc tu re the course as such 
but on ly to p r o v i d e f a c i l i t i e s for the p a r t i c i p a n t s to u n -
w ind and i n t e r a c t among themse lves , e x c h a n g i n g no tes 
and so on e s p e c i a l l y w h e n the courses are of such sho r t 
d u r a t i o n as a week . The ob jec t i ve is s ta ted to be to de -
ve lop q u a l i t i e s of l e a d e r s h i p , i n vo l vemen t in the c o u n -
t r y ' s d e v e l o p m e n t and we l fa re etc . Not knowing how to 
i ncu l ca te s u c h s t e r l i n g q u a l i t i e s w i t h i n a week or a 
mon th , the t r a i n e r s go about the i r task to the best of 
t he i r u n d e r s t a n d i n g w i t h the r e s o u r c e s a v a i l a b l e w i t h 
them. What the t r a i n e e s gain at the end is not known. It 
w o u l d a p p e a r t h a t w h i l e t h e r e is a p p r e c i a t i o n f o r 
us 
c o u r s e s wh ich f o c u s on t r a n s a c t i o n s ana l ys i s and t he 
l i k e , s c e p t i c i s m , if not s t r o n g d i s l i k e , is o p e n l y ex -
p r e s s e d of focussed c o u r s e s wh ich seek to go in to s u b -
j e c t s l i ke pub l i c e c o n o m i c s in some dep th , even w h e n 
the sub jec t is deal w i th by known exper ts . Not o f t en one 
hea rs tha t when asked what for they go out to j o i n the 
c o u r s e s ? t r a i n e e s p r o m p t l y rep ly , 'A pa id ho l iday ' . 
A l l t h i s r a i ses a f u n d a m e n t a l ques t i on G r a n t i n g t h a t 
p e r i o d i c a l t r a i n i n g f o r p u b l i c s e r v a n t s is e s s e n t i a l , 
s h o u l d t r a i n i n g be f ocussed and , if so, what s h o u l d be 
the f o c u s ? The q u e s t i o n , t h o u g h a p p a r e n t l y s i m p l e , 
r a i ses some bas ic i ssues , such as what are the t asks of 
a c i v i l se rvan t in a d e v e l o p i n g soc ie ty , what s h o u l d be 
the ro le of g e n e r a l i s t , g e n e r a l i s t and spec ia l i s t in p u b -
l i c a d m i n i s t r a t i o n and what wou ld be the a p p r o p r i a t e 
p e r s o n n e l po l i cy of the gove rnmen t to maximise the ef-
f i c i e n c y of t r a i n i n g in improv ing pub l i c a d m i n i s t r a t i o n . 
The reasons advanced for th is p ropos i t i on are s imp le 
that deve lopment a d m i n i s t r a t i o n invo lves p rov id ing pub -
l ic se rv i ce and not p r o f i t s in the market p lace . It f o l l o w s 
tha t the t r a i n i n g for p u b l i c se rvan ts in deve lopmen t a d -
m i n i s t r a t i o n s h o u l d aim at i ncu l ca t i ng a genera l e d u c a 
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t jonat and q u e s t i o n i n g approach ra the r t han t e a c h i n g 
t e c h n i c a l s k i l l s . V i e w e d thus , what a p u b l i c s e r v a n t 
wou ld seem to need i s , a genera l a d m i n i s t r a t i o n t r a i n -
ing rather than p r o f e s s i o n a l i s e d t ra in ing. Only those who 
have to hand le spec i f i c development p ro jec t shou ld have 
p r o f e s s i o n a l i s m . 
S p e c i a l i s e d t r a i n i n g may be p rov ided s e p a r a t e l y fo r 
mee t i ng t h e n e e d s of i n d i v i d u a l d e p a r t m e n t s . W h i l e 
s e r v i c e s of s p e c i a l i s t s a re a l s o a v a i l e d o f , t h e 
g e n e r a l i s t c i v i l s e r v a n t usua l l y has the dec i s i ve vo i ce . 
That is to say, the sen io r admin is t ra tor does not remain 
conf ined to the task of development adm in i s t r a t i on in the 
f i e l d a l l h is l i f e but p l ays a c ruc ia l ro le in gove rnmen t 
ac t i v i t y in a l l a reas i n c l u d i n g spec ia l i sed ones as w e l l . 
No doub t , the c h a n g e d context and the need for a 
change in the c h a r a c t e r of c i v i l s e r v a n t s i n t e l l e c t u a l 
equ ipmen t to d i s c h a r g e the i r du t ies has been r e c o g -
n ised by t h o s e i n c h a r g e of f o r m u l a t i n g t r a i n i n g p ro -
grammes in the c u r r e n t phase of p a r t i c u l a r p r o f e s s i o n -
a l i sm such as e c o l o g y , energy, f o res t r y , e d u c a t i o n , ag -
r i c u l t u r a l and i n d u s t r i a l and so on . As has been no ted 
ea r l i e r , e x p e r i e n c e shows that While p r o g r a m m e s w i th 
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spec ia l i sm in b e h a v i o u r a l and manager ia l s k i l l s seem to 
have gone down w e l l , a t t emp ts to p rov ide p r o f e s s i o n a l -
ism in some d e p t h in o t h e r a reas , l i ke p u b l i c e c o n o m -
i cs , donot evoke much e n t h u s i a s m . " M i s m a t c h of p r o -
grammes c u r r i c u l a and me thods might a l so have some-
t h i n g to do w i t h t h i s a p a t h y . ' * But i t was e v i d e n t tha t 
pa r t l y it was due to t h e lack of i n t e r e s t also in t he sub -
j ec t s p resen ted and or the deg ree s p e c i a l i m s sough t to 
be p r o v i d e d . A common r e a c t i o n to p r o f e s s i o n a l i s m was 
tha t they are t h e o r i t i c a l and ^academic ' and of no r e l -
evance to the p r o f e s s i o n a l r e q u i r e m e n t s of the p a r t i c i -
pan ts . Th is r e a c t i o n to p r o f e s s i o n a l i s m was on ly to be 
expected among g e n e r a l i s t s whose exper ience and in te r -
ests had deve loped among d i f f e ren t l ines for some in the 
f i e l d of rura l d e v e l o p m e n t and employment p rog rammes , 
some in land r e f o r m , and fo r o the rs in tax a d m i n i s t r a -
t i on or smal l sca le i ndus t r y . 
Training for Bureaucracy in India: 
The e x p e r i e n c e of many d e v e l o p i n g n a t i o n s as of I n -
d ia du r ing the pas t f i f t y yea rs sugges ts tha t the d e v e l -
opment of a m o d e r n i z i n g n a t i o n is e x t r a o r d i n a r i l y d i f f i -
cu l t and r e q u i r e s h i g h l y s k i l l e d human r e s o u r c e s . Not 
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only there is a g row ing for capab le persons in the f i e l ds 
of sc ience , educa t i on and t echno logy to p rov ide the ba-
sic rese rvo i r of manpower , a d e v e l o p i n g na t i on in par -
t i c u l a r r equ i res a h igh ly q u a l i f i e d and t r a i n e d pub l i c 
s e r v i c e , who can cope w i th the c h a l l e n g e s of d e v e l o p -
ment and f ac i l i t a t e the de l i ca te p rocess of making po l i cy 
d e c i s i o n s and manage the comp lex of a c t i v i t i e s to im-
p lement them. The fact that in Ind ia a number of s tud ies 
have t ime and aga in a t t r i b u t e d the gap be tween p lans 
and the i r pe r fo rmance to " u n s a t i s f a c t o r y a d m i n i s t r a t i v e 
and o r g a n i s a t i o n a l a r r a n g e m e n t ' " l a c k of a d e q u a t e 
pro ject management and mon i t o r i ng " "o rgan i sa t i ona l de-
f i c i e n c i e s , de lays in supply of m a t e r i a l s and equ ipmen t 
and inadequate s u p e r v i s i o n ' , " b o t t l e n e c k i n g in b u i l d i n g 
up requ is i te add i t i ona l t echn ica l and management capa-
b i l i t i e s " and " lack of a d e q u a t e l y t r a i n e d d e v e l o p m e n t 
adm in i s t r a to r s , ' ^ have once aga in b rought into focus the 
need for a de l ibera te and sys temat ic t ra in ing for the pub-
l ic se rv ice to enab le it to meet the c h a l l e n g e s of a tu r -
bu len t soc ie ty in the process of deve lopmen t . A number 
of quest ion a r i ses in th is con tex t . The most f undamen ta l 
of these a re : What are the bas ic " ob j ec t i ves of t r a i n i n g 
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in the context of development? What are the character-
ist ics needs for which deve lopment admin is t ra to rs 
should be prepared? What form should their preparation 
take? What should be the content of their t raining? 
Where should they get it and so on. Answers to these 
questions are neither easy nor straight. Despite the pro-
l i feration of l i terature on ^development in the last three 
decades, knowledge in this areas in sti l l uneven and 
debatable ." ' 
In comparison to most of the developing countries, train-
ing for public servants in India has been a long established 
practice dating back to the 18th century during the times of 
East India Company. Even before Independence, there was 
an effort on the part of then Imperial government of Britain 
to provide a modicum of immediate post-entry training to its 
higher civil servants. However, it was only after Independ-
ence in order to meet the requirements of a new government 
that training became a integral part of the personal policies 
of the government. Almost all the reports on administrative 
reforms from Gorwala Report(1953) to the reports of the Ad-
ministrative Reform Commission (1966-72) and those in the 
post ARC era have invariably emphasized the need for a sys-
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tematic and coherent t ra in ing and career deve lopment of 
public serv ices . As a resul t of these a t tempts , there has 
been a p ro l i f e ra t i on in the number of t ra in ing i ns t i t u t i ons 
and the number of employees rece iv ing t ra in ing in var ious 
technical and general ised aspects of publ ic admin is t ra t ion . 
The ava i lab i l i t y of fore ign ass is tance and co l labora t i ve ar-
rangements w i th academic ins t i tu t ions in the USA, B r i t a in , 
France, Canada, Japan, West Germany and many others 
count r ies under var ious i n te rna t i ona l deve lopmen t pro-
grammes and b i la te ra l arrangements have been responsib le 
for s ign i f icant expans ions in the in f ras t ruc ture for publ ic 
admin is t ra t i on management t r a i n i ng p rogrammes in the 
country. 
The growing network of t ra in ing in India inc ludes some 
newer types of inst i tu t ions and modes of trainings. There are 
now a large number of ins t i tu t ions deal ing wi th research , 
educat ion and t ra i n i ng in publ ic admin is t ra t ion and a na-
t ional level i ns t i t u te of Publ ic Admin is t ra t ion ( I IPA) for re-
search and in serv ice t ra in ing in publ ic admin is t ra t ion . The 
adminis t rat ive s ta f f col lege of India at Hyderabad prov ides 
the necessary in ter sectoral in terac t ions. The Lai Bahadur 
Shastr i Nat iona l Academy of Admin is t ra t ion at Mussoor ie 
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imparts t ra in ing to the new ent ran ts in a l l centra l serv ices 
of the government. Almost al l the d i f ferent central services 
of the government also have the i r own t ra in ing es tab l i sh -
ment e.g. po l ice , incometax, ra i lways, fo res ts , tele commu-
nicat ions, foreign trade, etc. A majority of state governments 
have es tab l i shed state t ra in ing ins t i tu t ion in their respec-
t ive states for p rov id ing post entry and in serv ice t ra in ing 
to their employees. 
Besides, many univers i ty Departments of Public Admin-
is t ra t ion have es tab l i shed programmes of pre-ent ry and 
short - term t ra in ing courses which cater to the generalised and 
specific needs of public services in di f ferent government de-
par tments. Dur ing 1960 s and 1970s a number of rura l de-
velopment t ra in ing inst i tut ion have come into being prov id -
ing much needed t ra in ing in rural development. The two na-
t iona l inst i tutes at Hyderabad and Val labh Vidyanagar are 
doing some p ioneer ing work in t ra in ing for management of 
rural deve lopment . In add i t i on , 'during the last three dec-
ades, management ins t i tu t ions on the pat tern of Indian In-
s t i tu t ion of Management Ahmadabad, have come into being 
in some of the states and Departments of Business Manage-
ment have been establ ished in almost al l the univers i t ies in 
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India "'Many banking institution and public sector undertak-
ings have organized their own training centres to cope up 
with the new and changing needs and project related train-
ing of their employees. Some of these institutions have ex-
perimented with newer and more relevant modes of training 
using action learning mode in the context of field pro-
grammes, making training more relevant to practitioners, 
particularly in those development programmes, which are 
basically people oriented. 
The contents of training programmes have undergone sub-
stantial changes. While in the 1950s, the initial training pro-
grammes concentrated exclusively on traditional public ad-
ministration subjects, such as public personnel administra-
tion, organisation and Methods (O&M), government account-
ing and auditing, principles of organisation and so on, the 
new training programmes besides these topics also include 
policy analysis, organizational development industrial rela-
tions, attitudinal and behavioural changes and information 
system. Emphasis is also placed on management training for 
specific programmes and institutions, like rural develop-
ment, health care, family planing, educational institutions 
e t c « 
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However, dispite the pro l i fe ra t ion in the number of t ra in -
ing inst i tut ions and the number of employees receiving t ra in-
ing, it is endeed a very debatab le issue in India, Whether 
the efforts at training have produced any substant ial resul ts, 
and led to any better management of plans or pol ic ies. Whi le 
it is d i f f i cu l t to argue that massive investments in t ra in ing 
programmes have led to s ign i f icant improvements in the ca-
pabi l i ty of administrat ion to respond to the chal lenges of de-
ve lopment , it can however be main ta ined that the absence 
of such t ra in ing f ac i l i t i es wou ld have cer ta in ly led to a 
greater fa i l u re of development e f for ts . " T h e expec ta t ions 
that t ra in ing would t ransfer a persons th ink ing from the old 
' co lon ia l ' ways to some myster ious dynamics approach to 
administrat ion has been completely bel ied. This is due to the 
fact that t ra in ing has been a much misunderstood concepts. 
Its po ten t ia l i t i es and l im i ta t ions have not been su f f i c ien t l y 
unders tood. Tra in ing has been taken to be a panacea to al l 
admin is t ra t i ve problems and bureaucra t ic pa tho log ies . It 
should be real ized that t ra in ing can neither be a so lut ion to 
ai l admin is t ra t ive i l ls re la ted to what is known as 'o rgan isa-
t ional ph i losophy" , nor a subst i tu te for sound development 
pol ic ies and programmes. It cannot also fu l f i l l the gaps ere-
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ated by de fec t i ve admin is t ra t ive s t ruc tu res , cumbersome 
rules and p rocedures , and inadequate resources . At the 
same time a l l t ra in ing ef for ts have not been invain.Traning 
has not altogether been a fa i lure, a simple waste or total ly un-
product ive. It has to be regarded as one of the several nec-
essary inputs in the development process and must be seen 
as a cata lys t to equip the development admin is t ra to rs with 
the requis i te capac i t ies to enable them ach ieve their devel-
opmental goa ls . 
The need of the hour is to explore ways to make it a more 
ef fect ive ins t rument in improving the s tanda rd of adminis-
trat ive per formance. 
What can be done to improve the s i tua t ion , to make train-
ing face the cha l lenges of development, to make the invest-
ments in t r a i n i n g pay off, and to make the best use of the 
t ra in ing o f f e red? Al though answers to these quest ions are 
not easy to come by, but an attempt could be made to adopt 
some new s t ra teg ies to make tra in ing pay the requi red d iv i -
dends. 
Removing Barriers to Training Effectiveness: 
A f ina l s tep in the strategy for making t r a i n i ng effect ive 
is to s t reng then a programme of research and development 
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for training. The central nodal agency responsible fortrain-
ing in the governmental setup can play a key role in this di-
rection by coordinating the assessment of training needs by 
different agencies and using their evalution reports in dif-
ferent training activities for evolving new curricula and meth-
odologies to improve training effectiveness. Above all, such 
an agency through frequent conferences, meetings and semi-
nars and collaborative research projects should establish a 
continuous dialogue between the universities and training 
institutions to provide a much needed linkage between 'edu-
cation and training'for developmental goals. At present the 
training policies in India donot adequately take in to account 
the complementary role which the universities can play in im-
parting education for development administrators. Part of 
this problem arises from the persistence of the generalist' 
philosophy, which still dominates public recruitment in India. 
There is certainly a case for education to be intimately as-
sociated with the expanding research and training efforts of 
the various training institutions. While education provides 
conceptual and methodological insights and empirical data, 
the training institutions focus on the practical administra-
tive needs of development in the country. Education must be 
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seen as a part of the larger effort to improve administrative 
capability for national development. 
Apart from adopting the above strategies for making 
training more effective at macro-level, It must be remem-
bered that development administration calls for some revo-
lutionary changes in the attitudes, behaviour., orientation 
and out look of public services at all levels of administra-
tion. This is all the more important at the middle and lower 
levels - the cutting edge of administration where the offi-
cials interaction with the public is most frequent. Although 
there is a point of view that "a change in attitude and be-
haviour cannot be brought about by training effort alone.'^^ 
Yet it must be said that sufficient attempts have not been 
made to reflect upon the situations and circumstances in 
which many of such official operate, nor any efforts have 
been made to bring these cadre of employees within the 
ambit of some kind of training designed to make them bet-
ter aware of their roles and responsibilities and enable them 
to improve their attitude, behaviour and performance. Such 
an imbalance in training needs to be reduced, if it has to 
become an innovative instrument to help meet the challenges 
of development. 
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TRAINIKG OF DEVELOPMENTAL PERSONNEL: 
The w e a l t h , s e c u r i t y and we l l be ing of a c o u n t r y are 
its peop le . The ach ievement of people , whatever purpose 
or t a s k s , d e p e n d s not on ly on the i r i nna te a b i l i t i e s but 
also on the i r e d u c a t i o n and t r a i n i n g . T ra in ing is a key to 
ru ra l d e v e l o p m e n t . An impo r t an t e lement in o r g a n i s a -
t i ona l e f f e c t i v e n e s s is the deve lopment of peop le c a p a -
ble of c a r r y i n g on the v a r i e d a c t i v i t i e s i n v o l v e d in a d -
m i n i s t r a t i o n at a l l o r g a n i s a t i o n a l l eve l s . 
The c o n t e m p o r a r y s t r a t e g y of deve lopmen t f i n d s ex-
press ion in ta rge t g roup and areas deve lopment o r i en ted 
pover ty a l l e v i a t i o n p rog rammes. Schemes, such as IRDP, 
NREP, RLEGP, TRYSEM and DWCRA c o n s t i t u t e a ma jor 
par t of the mass i ve b u d g e t a r y ou t lay of Rs. 9 ,072 c ro re 
env isaged under the seven th p lan for ru ra l d e v e l o p m e n t 
sec tor . The t h r u s t is e x p e c t e d to con t i nue d u r i n g the 
E i g h t h P l a n p e r i o d t oo w i t h g r e a t e r v i g o u r and r e -
sources . 
A g igan t i c endeavour ta rge ted at reduc ing pover ty and 
unemp loymen t c a l l s fo r a d e q u a t e p repa ra t i on and m o t i -
va t i on of the f u n c t i o n a r i e s and b e n e f i c i a r i e s in the d e -
l i ve ry sys tem. A l l t hose i n v o l v e d o f f i c i a l s , n o n - o f f i c i a l s 
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and peop le need to be app ra i sed of the c o n c e p t s , s t ra t -
egy and e x p e c t e d ou tcome f rom the p r o g r a m m e s . Fur-
ther, it is i m p e r a t i v e to equ ip them for the tasks through 
sk i l l t r a n s f e r and i n c u l c a t i o n of d e s i r e d a t t i t u d e s . Th is 
is e x p e c t e d to f a c i l i t a t e e f f i c i e n t and e f f e c t i v e d i s -
charge of ass i gned role r e s p o n s i b i l i t i e s , s im i la r l y , t r a in -
ing of peop le , who const i tu te the response sys tem, would 
enhance t h e i r unde rs tand ing and u t i l i z a t i o n of serv ices . 
Evolution of Training: 
S p o n s o r s of commun i ty d e v e l o p m e n t saw t r a i n i n g as 
a 'sine quo n o n ' f o r the success of the movement . Pandi t 
Nehru too f e l t tha t if the commun i t y deve lopmen t move-
ment ever f a i l e d in a c h i e v i n g i t s o b j e c t i v e s , it w i l l not 
be for lack of money, but for lack of t r a i n e d p e r s o n n e l . 
In v iew of t h i s 27 v i l l a g e s l eve l wo rke r t r a i n i n g cent res 
and f i ve t r a i n i n g cen t res for s o c i a l e d u c a t i o n o rgan i z -
ers were s t a r t e d dur ing 1952-53 . The i n s t i t u t i o n a l t r a i n -
ing of Gram Sevikas s tar ted wi th the se t t i ng up of 25 Home 
Sc ience W i n g s as par t of E x t e n s i o n T r a i n i n g cen t res 
dur ing 1 955 . 
The v i t a l ro le of t r a i n i n g in r u r a l deve lopmen t was 
h i g h l i g h t e d by v a r i o u s s t u d i e s and r e p o r t s of exper t 
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commi t t ees . The Ashok Mehta Commi t tee ^^  exp ressed its 
d i s p l e a s u r e at the u n s a t i s f a c t o r y s t a f f i n g p a t t e r n , lack 
of p roper p h y s i c a l f a c i l i t i e s , de fec ts in s y l l a b i and t r a i n -
ing m e t h o d o l o g y w i th regard to e x i s t i n g t r a i n i n g i n s t i t u -
t i ons in r u r a l d e v e l o p m e n t . D e t a i l e d ESCAP s tud ies in 
severa l A s i a n coun t r ies show that deve lopmen ta l person-
nel were not be ing t ra ined e f fec t i ve l y . At the f i e l d l eve l , 
the ma in h i n d e r a n c e they f ound was l ack of a c lea r un -
de rs tand ing of the job they were meant to do by f unc t i on -
a r i es . 
The G.V.K.Rao commi t tee *^ r ecommended c rea t i on of 
a d d i t i o n a l t r a i n i n g f a c i l i t i e s to o f fe r o r i e n t a t i o n and re-
f r eshe r t r a i n i n g to a l l f u n c t i o n a r i e s i n v o l v e in d e v e l o p -
ment. S t ress ing the v i ta l role of t r a i n i ng , the seventh plan 
^^  no ted t h a t r enewed a t t e n t i o n w i l l have to be pa id to 
q u e s t i o n of m o t i v a t i o n , m o r a l e a n d o r i e n t a t i o n of 
ex ten t i on mach ina j y . 
Clientele and Centres: 
The C l i e n t e l e fo r the t r a i n i n g of D e v e l o p m e n t a l per-
sonne l is ve ry w ide and large n e c e s s i t a t i n g amassive in-
f ras t ruc tu re to train people at c e n t r a l and s t a t e l e v e l s , d i s -
t r ic t l e v e l , sub -d i v i s i ona l level and v i l l a g e l eve l . The c l i -
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ent groups include off icial and non-off ic ia ls of directly 
as well as indirectly re lated agencies to development, 
benef ic iar ies of programmes and members of voluntary 
bodies. There are administrators, legis lators, chairman 
and members of Panchayati Raj Insti tut ions. Project Di-
rectors and Assistant Project Officers of District Devel-
opment Agencies, Block Development of f icers, banking 
and cooperative personnel, village level workers, official 
and non-officials of voluntary organisations, Youth, farm-
ers, benef ic iar ies of anti poverty programmes and other 
interest groups of vi l lagers. 
As per avai lab le information, there are 7 ,613 BDOs, 
addit ional BDOs and Deputy BDOs, 30 ,684 extension of-
f icers, 51140 village level workers and 40 ,000 bank per-
sonnel and Assistant Project officers dealing with only 
rural development. Through no accurate information is 
ava i lab le , it is estimated that 16 percent of the middle 
level funct ionar ies and 25 percent of the junior level 
funct ionaries are trained. 
Training centres exist at various levels for develop-
mental task. At the apex leve l , there are national insti-
tutions. At the state level there are 14 state institutions 
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of ru ra l d e v e l o p m e n t , 11 s ta te I n s t i t u t e s of A d m i n i s t r a -
t i o n , 77 G ram S e v a k / E x t e n s i o n T r a i n i n g c e n t r e s , 21 
Home Sc ience w i n g s / Gram Sev ika T r a i n i n g cen t res , 50 
Bank Staf f T r a i n i n g Co l l ege . 114 Fa rmers T r a i n i n g cen-
t re , 89 K r i sh i V i g y a n Kendras , 18 Khad i Gramudyog cen-
t res and a l a r g e number of o ther t r a i n i n g i n s t i t u t i o n s . 
Desp i te the w ide network , the na t ions i n s t i t u t i o n a l in f ra -
s t ruc ture for deve lopmenta l t r a in ing is not fu l l y equipped 
to take ca re of a i l those to be t r a i n e d . The gap is more 
p ronounced w i t h rega rd to t r a i n i n g of the t a rge t groups 
such as f a r m e r s , women, youth and weaker s e c t i o n . 
Cooperative Sector : 
C o o p e r a t i v e p lay a major ro le in t he d e v e l o p m e n t a l 
task s p e c i a l l y in the area of ru ra l C r e d i t . Du r i ng 1984-
85 the re w e r e 0.92 lakh pr imary a g r i c u l t u r a l Coope ra -
t i ves 350 c e n t r a l coopera t i ves banks , 50 ,919 mi lk coop-
e ra t i ves , 7 ,542 f i she rmen ' s c o o p e r a t i v e and 1581 fores t 
labour c o o p e r a t i v e s . The t r a i n i n g of o f f i c i a l s , n o n - o f f i -
c ia l and members in coopera t i ve sec to r is gindertaken by 
17 c o o p e r a t i v e t r a i n i n g co l leges and 83 Jun io r Coopera-
t i ve T r a i n i n g c e n t r e s bes ides an apex i n s t i t u t i o n . 
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Panchayatl Raj Institutions : 
Out of the 13 s ta tes fo r wh i ch data is a v a i l a b l e , on l y 
n i ne have f a c i l i t i e s f o r t r a i n i n g of n o n - o f f i c i a l s o f 
panchayat bod ies at b lock leve l and only four s ta te have 
a r r a n g e m e n t s to t r a i n n o n - o f f i c i a l s of p a n c h a y a t i r a j 
i ns t i tu ta ions at d i s t r i c t l e ve l . The in f ras t ruc ture for t r a i n -
ing p a n c h a y a t i Raj r e p r e s e n t a t i v e s needs c o n s i d e r a b l e 
expans ion f rom the e x i s t i n g 128 t r a i n i n g cen t res . 
P e o p l e ' s p a r t i c i p a t i o n in r u r a l d e v e l o p m e n t i s 
i n s t i t u t i o n a l i s e d t h r o u g h p a n c h a y a t i ra j bod ies . T h e i r 
p a t t e r n , however , e x h i b i t s v a r i a t i o n f rom s ta te to s t a t e 
in te rms of bod ies at d i s t r i c t l e v e l , b lock leve l and v i l -
lage l e v e l . The re are 2 , 0 0 5 3 3 Gram Panchaya t s , 3 ,858 
Panchaya t Sam i t i es and 345 Z i l a Par ishads.^^ A l l t h e 
Panchaya t s e c r e t a r i e s at v i l l a g e leve l are t r a i n e d . The 
d u r a t i o n of t r a i n i n g f o r Panchaya t s e c r e t a r i e s r a n g e s 
f rom3to6 months . 
Training of VLWs ; 
The Grow More F o o d E n q u i r y Commi t tee " r e c o m -
mended the a p p o i n t m e n t of v i l l a g e leve l workers (VLW) , 
each of whom w i l l have the j u r i s d i c t i o n of 5-10 v i l l a g e s 
where he wou ld be the j o i n t agent fo r deve lopmen t p r o -
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grammes. The introduction of t ra in ing and visit system 
in a majority of the states brought about shift of a number 
of VLWs from block office to department of Agriculture. 
Thus, there are two categories of VLWs: one Category 
known as VLWs under T and V system and the other as 
general VLWs. While the farmer deal with agriculture, the 
la ter are responsible for poverty a l lev ia t ion and other 
rural development programmes. The change in job con-
tent is not adequately ref lected in the tra ining content 
of VLWs. Besides male VLWs, there are Gram Sevikas 
who are t ra ined in Home Science Wings of VLWsTra in -
ing Centres . 
VLWs are t ra ined at the time of jo in ing the post and 
at periodic intervals. The Balwant Ray Mehta Committee 
^'recommended a two years training for VLWs. However, 
the period of induction training var ies from one to two 
years in different states. Many VLWs have not under gone 
refresher t ra in ing due to the reluctance of their superi-
ors at distr ict and block levels to re lease them for train-
ing. With a view to overcoming such difficulty, in states 
like Bihar VLWs were trained with the aid of mobile 
teams. A major challenges of t ra in ing of VLWs relates 
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to enthus ing them to l ea rn . It a r ises par t ly due to o rgan i -
sa t iona l f a c t o r s l i ke lack of mo t i va t i on born out of s tag -
na t ion up to 25 yea rs at the same l e v e l . 
Training of BDOs : 
Tra in i ng of B lock D e v e l o p m e n t o f f i c e r s has passed 
through th ree phases.^* Dur ing the f i r s t phase , f rom 1954 
to 1967, t he i r t r a i n i n g rece i ved c o n s i d e r a b l e a t t e n t i o n . 
Dur ing th is p e r i o d , O r i en ta t i on and s tudy Cen t res (OSC) 
were set up by the cen t ra l government to t ra in BDOs. The 
second phase f r om 1968 to 1979 was c h a r a c t e r i z e d by 
dec l i ne and f a l l of the o r i e n t a t i o n and S tudy Cent res 
(OSCs) . The t r a i n i n g cen t res were n e g l e c t e d and many 
were in m o r i b u n d s t a t e . The t h i r d phase f rom 1980 saw 
a rev iva l of i n t e r e s t in these cen t res w i th f i n a n c i a l sup-
port f rom the c e n t r a l gove rnmen t . 
A cen t ra l sec to r scheme to s t rengthen the i ns t i t u t i ons 
for t ra in ing and resea rch in deve lopmenta l a reas was in -
t r oduced d u r i n g the s i x t h p lan p e r i o d . The scheme pro-
v ided for r e c u r r i n g and n o n - r e c u r r i n g a s s i s t a n c e to the 
tune of Rs ten lakh to a s ta te leve l i n s t i t u t i o n s dec la red 
as apex i n s t i t u t e r u r a l deve lopmen t by the s ta te con -
cerned on an e q u a l sha r i ng bas is of e x p e n d i t u r e among 
168 
the central and state governments. Hence, once again 
BDOs training is viewed as signif icant for poverty a l le -
viation and model courses dev ised. Many OSCs were 
rechristened as state institutes Rural Development. 
It is generally Doted that there is an under ut i l izat ion 
of the training capacity of training centres causing wast-
age. Several reasons account for less capacity u t i l i za -
tion (a) agency holding administrat ive control of t ra in -
ing agency and agency controll ing the trainees are dif-
ferent; (b) Scarcity of staff at operat ional levels ;(c) 
lack of advanced planning on the part of state govern-
ments with regard to personnel t ra in ing; (d) lack of in-
terest in and appreciat ing of t raining programmes (e) 
improper training of the courses; and (f) lack of coordi-
nation among off icials responsible for deputing person-
nel for training. 
Training of Bank Personnel : 
The banking organisat ions are charged with the ad-
ditioh^l responsibi l i ty of developmental task. They are 
required to reach out to the sectors of agr icul ture, v i l -
lage and cottage industry and weaker sections. Hence, 
banking personnel need sufficient knowledge and skil ls 
169 
to deal with these tasks and to cult ivate relevant a t t i -
tudes. Bank personnel includes those from Cooperatives, 
Commercial banks and regional rural Banks. A working 
group to review the Training Arrangements (1980 ) and 
the NABARD fel t that there are 38 ,000 off icers in 28 
public sector banks who need training. Besides general 
training centres , four banks have separate rural bank-
ing institutes. Training content of banks shows that there 
are two streams in developmental tasks. One in specific 
rural banking t ra in ing and other with a slant towards 
deve lopment ." The regional rural banks which were in-
troduced during 1975 have about 26 ,000 functionaries to 
be trained in rural development. The induction courses 
for RRB personnel is organized usually by sponsoring 
banks. RRB need separate facil ity for refresher as well 
as induction t ra in ing of their personnel . 'The Kamath 
Committee' " h ighl ighed the need for proper evaluat ion 
of bank personnels t ra ining. 
The nature of training courses for developmental per-
sonnel incompass. 
(a) Foundation courses for directly recruited personnel 
(b) Induction programmes for the promotees soon after promo 
tion. 
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(c) R e f r e s h e r Courses to o f f i c i a l s and n o n - o f f i c i a l s 
fo r s k i l l u p g r a d a t i o n , 
(d) F u n c t i o n a l Courses . 
B o l a r ^ s u g g e s t for s p e c i f i c a reas of t r a i n i n g in the 
d e v e l o p m e n t a l con tex t . These are 
(a) Va lues and m o t i v a t i o n s . 
(b) Skills for dealing with people, communication, leadership 
etc. 
(c) In format ion and inte l lectual capaci ty to understand a 
situation to apply knowledge to be self reliant and inven 
tive, and 
(d) Development of a sense of group ident i ty and mutual 
problem solving capacity. 
A c r u c i a l aspect of t r a i n i n g in deve lopmen t is 
to r e l a t e c l a s s room work to the p r o b l e m s in the f i e l d . 
The ideas in the i r contents re la te to p re - se rv i ce f i e ld ex-
p e r i e n c e f o r the t r a i n e e s , a d o p t i o n of a deve lopmen t 
b lock , d r a w i n g f acu l t y f rom f i e l d p r a c t i o n e r s e tc . T r a i n -
ing cou rses s h o u l d adopt ad jo in ing b locks for f i e l d work 
and c o n c e r n e d o f f i c i a l s and n o n - o f f i c i a l s be coop ted on 
the a d v i s o r y commi t t ee of the t r a i n i n g c e n t r e s . It was 
env is ioned t h a t the b lock wou ld se rve as a l abo ra to r y . 
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Fie ld o r i e n t a t i o n of t r a i n i n g may improve th rough 
(a) w ider use of c a s e s in t r a i n i n g 
(b) pe r iod i c r e v i s i o n of s y l l a b i to make it f i e l d r e l a t e d 
(c) o rgan is ing s tudy t o u r s . 
(d) o rgan is ing more v e r t i c a l i n teg ra ted p rog rammes ; and 
(e) bet ter f o l l ow up 
Value o r i e n t a t i o n and a t t i t u d i n a l change are two c r u -
c ia l fac ts wh ich have not f o u n d a proper p lace in d e v e l -
opmenta l 's pe rsonne l t r a in ing .As the seventh plan r igh t l y 
of po in ted out , It is e s s e n t i a l to t ransmi t va lues , such as 
honesty and i n t e g r i t y , t h r o u g h t ra in ing to m in im ize ram-
pant co r rup t i on e r o d i n g the f low of bene f i t s to the poor. 
In tune wi th the movement fo r respons ive a d m i n i s t r a t i o n , 
a t t i t ude may c h a n g e t o w a r d s the pub l i c . V e r t i c a l mix of 
t r a i nees can b r i d g e the gap be tween the po l i c y makers 
and the i m p l e m e n t i n g age^ncies by b r i n g i n g them t o -
ge the r in t r a i n i n g p r o g r a m m e s . At the moment suct i 
courses are c o n f i n e d to c i v i l servants f rom d i s t r i c t leve l 
to above. Cu r ren t s t a t u s of t r a i n i n g sugges t tha t a wide 
g^p s t i l l ex is ts be tween va r i ous measures recommended 
for f t r t n g t h e n i n g the t r a i n i r r g machinery for deve lopment 
and the extent to wh i ch they are p rac t i ced . Mor^ than the 
172 
t r a i n i n g c e n t r e s , the s td te gove rnmen ts ho ld the key to 
r e f u r b i s h i n g t r a i n i n g f u n c t i o n s . The gap a p p e a r s to be 
the weakes t l i n k on a c c o u n t of a d m i n i s t r a t i v e and or-
g a n i s a t i o n a l i s s u e s . If it is nar rowed by a f f i r m a t i v e ac-
t i on by r e s p e c t i v e G o v e r n m e n t s , t r a i n i n g fo r d e v e l o p -
ment w i l l r e c e i v e a m a g n e t i c boost , i m p r o v i n g p roduc -
t i v i t y of human resou rces towards pover ty a l l e v i a t i o n . A 
p e r s p e c t i v e t r a i n i n g s h o u l d be p repa red in eve ry s ta te 
for a l l d e v e l o p m e n t a l p e r s o n n e l at va r ious l eve l s deve l -
opment a d m i n i s t r a t i o n . T r a i n i n g shou ld be v iewed as an 
i n teg ra l par t of p e r s o n n e l p o l i c i e s by i n c l u d i n g r e c r u i t -
ment , t r a i n i n g , p r o m o t i o n and career o p p o r t u n i t i e s for 
midd le and lower leve l deve lopment p e r s o n n e l . 
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CHAPTER - V 1V5 
CONCLUSION 
Deve lopmen t A d m i n i s t r a t i o n has been one of the ma-
jo r aspec ts of the s tudy of pub l i c a d m i n i s t r a t i o n s p e -
c ia l l y in d e v e l o p i n g coun t r i es . However , the i n t e l l e c t u a l 
an tecedent of the concept of deve lopment a d m i n i s t r a t i o n 
lies w i th some w e s t e r n s c h o l a r s , who du r i ng the p e r i o d 
f o l l o w i n g the wo r l d war I I , advoca ted the n e c e s s i t y of a 
new d e v e l o p m e n t o r i e n t e d a d m i n i s t r a t i o n for e f f e c t i v e 
i m p l e m e n t a t i o n of d e v e l o p m e n t plans and programmes for 
over all socio-economic development of the u n d e r d e v e l o p e d 
A f ro -As ian and La t in Amer ican c o u n t r i e s . In order to as -
ce r ta i n such a v iew, the concept of deve lopmen t a d m i n -
i s t ra t i on has come of age w i th in a span of last f i ve dec-
ades . 
However t h e r e s h o u l d not be too much s t ress on de -
ve lopmen t a g a i n s t n o n - d e v e l o p m e n t a l a d m i n i s t r a t i o n . 
The s t r i c t c o m p a r t m e n t a l i s a t i o n be tween the two is very 
d i f f i c u l t if not i m p o s s i b l e . There are s e v e r a l a c t i v i t i e s 
which are common in bo th . However,there are many issues 
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which d i s t i n g u i s h t hem f rom each o ther . They a re s i m i -
lar as far as how ru les , laws, po l i c ies and norms are con-
ce rned and i m p l e m e n t e d by gove rnmen t o r g a n i z a t i o n s 
they d i f f e r f rom e a c h o ther so far a t he i r c o m p l e x i t y , 
scope , o b j e c t i v e s a re concerned.The deg ree of i n n o v a -
t i on in d e v e l o p m e n t a l a d m i n i s t r a t i o n is g r e a t e r t han in 
n o n - d e v e l o p m e n t a l a d m i n i s t r a t i o n . 
In an a d m i n i s t r a t i v e se t -up c e r t a i n o r g a n i z a t i o n s are 
created spec ia l l y fo r deve lopmenta l purpose and they are 
t r e a t e d as d e v e l o p m e n t a l , wh i l e o the rs are t r e a t e d as 
n o n - d e v e l o p m e n t a l , such as Planning Commiss ion , d e v e l -
opment bank e tc . a re t r ea ted as d e v e l o p m e n t a l one , but 
o ther par ts of a d m i n i s t r a t i v e se t -up shou ld not be c o n -
s i de red as n o n - d e v e l o p m e n t a l . So c a l l e d n o n - d e v e l o p -
menta l a c t i v i t i e s l i ke ma in tenance of law and o rde r and 
co l l ec t i on of taxes are ind i rec t processes of deve lopmen t 
because if t he re is a p rob lem of law and order no d e v e l -
opment can take p l a c e . S im i l a r l y if c o l l e c t i o n of taxes 
is not up to the r e q u i r e d demand then the f i nance for de-
ve lopmen ta l a c t i v i t i e s wou ld not be a v a i l a b l e . So it can 
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be sa fe ly sa id tha t t he re are some a c t i v i t i e s wh ich ap -
pears to be n o n - d e v e l o p m e n t a i but in f ac t in l o n g - t e r m 
these a c t i v i t i e s are comp lemen ta ry to the d e v e l o p m e n -
ta l works and m a i n t e n a n c e of law and o rder is one of 
such a c t i v i t i e s of the government . 
The a d m i n i s t r a t i v e sys tem of i n d e p e n d e n t Ind ia has 
b e e n i n h e r i t e d f r o m t h e B r i t i s h C o l o n i a l s y s t e m . 
B r i t i s h e r s had major i n t e n t i o n to use the I n d i a n r e -
sources as much as they could and very l i t t l e care was 
g iven by them to deve lop a d m i n i s t r a t i o n of Ind ia for the 
sake of economic deve lopment and soc ia l changes . They 
were more i n t e r e s t e d in ma in tenance of law and o rde r 
and tax c o l l e c t i o n . However , a f te r the i n d e p e n d e n c e 
s p h e r e of t he f u n c t i o n s of g o v e r n m e n t have v i t a l l y 
changed f rom be ing the guard ian of law and order to a 
we l f a re s t a t e . Now, g o v e r n m e n t ' s ro le has expanded fo r 
the wel fare and wel l be ing of its c i t i zens . Th is major sh i f t 
in i ts a ims became a t u r n i n g po in t fo r the i n t e r v e n t i o n 
of s ta te in to e c o n o m i c and soc ia l f i e l d s . For the t r a n s -
f o r m a t i o n of the b a c k w a r d soc ie ty In under d e v e l o p e d 
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c o u n t r i e s , f rom a b y s m a l , s o c i a l , p o l i t i c a l and economic 
cond i t i ons in to a w e l l deve loped coun t ry , r e q u i r e d to be 
wel l p lanned in wh i ch the government i t se l f has to be the 
main p lanner of d e v e l o p m e n t e f fo r t s . 
The sh i f t in t he n a t u r e and du t ies of the g o v e r n m e n t 
has also b rough t abou t a fundamenta l change in the ro te 
of bu reauc racy . It has now acqu i red new i m p o r t a n c e in 
the mission of na t ion bu i l d i ng . Formerly the s ty le of work-
ing of b u r e a u c r a c y was based on c o l o n i a l r e q u i r e m e n t 
but now it is in the f r a m e w o r k of d e m o c r a t i c se tup w i t h 
act ive invo lvement of the peoples for whose we l fa re s ta te 
ex i s t s . B r i t i s h e r ' s a im was to use b u r e a u c r a c y in t h e i r 
own in te res ts ,and not as an ins t rument of economic and 
soc ia l change . Now the s ta te has become the main a p -
paratus of d e v e l o p m e n t of soc iety , wh i le the bu reauc racy 
is cons i de red as b a s i c t oo l of the s ta te . 
Undoubted ly the deve lopmen ta l adm in i s t ra t i on has a t -
t r ac ted wider a t t e n t i o n s of both t heo r i s t s and p r a c t i t i o n -
ers of deve lopmen t phenomena in the con tex t of u p h o l d -
ing societal v a l u e s in the deve lop ing na t ion . But very r e -
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cently it is being a l leged that on the part of some theo-
rists that the concept of development administrat ion is 
on decline. They have given several reasons for such a 
fall of development administration. Among these factors, 
the over re l iance on bureaucracy, faulty planning proc-
ess and corruption are some important ones to take note. 
Bureaucracy has emerged as a dominant feature of the 
contemporary world. Whether public or private organiza-
tion and whether developed or developing country, bu-
reaucracy is playing signif icant role. However the ten-
dency towards bureaucratization has been greater in the 
realm of governance. What is more interest ing that 
whether we live under the most total i tar ian despotism or 
in the most l iberal democracy, we are governed to a 
great extent by a bureaucracy of some kind. 
Inspite of its wider use there is no consensus among 
scholars regarding the definit ion of the bureaucracy. 
Several academicians have used the term in d i f ferent 
manner. It is used variously to identify an institution or 
a caste, a mode of operation an ideology, a view of 
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viewing and organizing society, a way of l i fe, a social 
category etc. The term has caused so much of contro-
versy and confusion that some scholars are of the opin-
ion that the only reasonable approach is to avoid the use 
of term bureaucracy while pursuing research in the area 
in which it has been employed. 
Since the rise of bureaucracy in the modern state 
system, its growing strong hold over power and its in-
creasing control over the lives of the c i t izens, most of 
thinkers and social scientists have viewed it from differ-
ent angles. Saint Simon had viewed bureaucracy as off i-
cials who governed in their own interest rather than in 
the interest of the governed. Marxists thinkers regard it 
a bourgeois phenomenon. Marx did not bel ieve that the 
state represents the general interest of the society. 
Likewise bureaucracy is not universal estate, it is par-
t icular closed society within the state serving its own, 
not the general interest. Marx opine that it is through bu-
reaucracy the ruling class express its power. It ful f i l ls 
the function of contributing to the consolidation of class 
181 
differences, and of supporting the power of ruling class. 
However, Marx was not in favour of taking over control 
of the bureaucracy, as ear l ier revolut ion had done, by 
the proletariat but he favoured that the proletariat must 
smash the institution. 
Lenin, another important marxist has observed that 
the bureaucracy and standing army are a parasite on the 
body of bourgian society- a parasi te created by the in-
herent antagonism, a parasite which chokes all its pores 
of l i fe. He perceived it as an organical ly t ied with the 
capital ist state . Although Lenin supported the idea of 
smash of bureaucracy but he was hopeful that after the 
rule of proletar iat is establ ished, some administrat ive 
apparatus would still be needed to manage the social ist 
society. 
Max Weber a German sociologist who began the sys-
tematic study of bureaucracy, used the term bureaucracy 
to designate a quite specific kind of administrat ive or-
ganizat ion. His thought of bureaucracy as a col lect ive 
term for a body of officials, a definite and distinct group 
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whose in f luence can be seen in a l l k inds of la rge o rgan i -
za t ions , s t a te , c h u r c h , p o l i t i c a l p a r t i e s , t r ade u n i o n s , 
bus iness e n t e r p r i s e s , u n i v e r s i t i e s e tc . He asserted that 
modern b u r e a u c r a t i c o r g a n i z a t i o n as a fo rm of a p p a r a -
tus was s u i g e n e r i s . Weber d i s a g r e e d w i t h Marx and 
Len in on the po in t tha t bu reauc racy be ing t i e d to c a p i -
ta l i sm w i l l d i s a p p e a r when the la t te r is o v e r t h r o w n by a 
s o c i a l i s t r e v o l u t i o n . He i ns i s t s tha t b u r e a u c r a c y is an 
independen t en t i t y and it w i l l su rv i ve whe the r the s o c i -
ety is c a p i t a l i s t or s o c i a l i s t . He b e l i e v e d tha t not on ly 
is bu reauc racy i n d i s p e n s a b l e but i ts i n f l u e n c e is i nes -
capab le . 
In India the c i v i l s e r v i c e s e s t a b l i s h e d in the p r e - i n -
dependence era was meant mere ly to se rve the f o r e i g n 
mas te rs . I ts p r imary t ask was p r e s e r v a t i o n of law and 
order and c o l l e c t i o n of revenues . But la te r on when the 
country a t ta ined independence and c o n s t i t u t i o n a l set -up 
was ushered in , and the c i t i z e n s r igh ts were e s t a b l i s h e d , 
the c i v i l se rv i ces had to undergo a g rea t change in re -
sponse to new c o m p u l s i o n s and needs . It had to s h o u l -
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der new r e s p o n s i b i l i t i e s and unde r take task c o v e r i n g 
w ide s p e c t r u m of a c t i v i t i e s f rom f o r m u l a t i o n of p o l i c i e s 
to i m p l e m e n t a t i o n . To meet the new ro le , the c i v i l se rv -
ices had to a c q u i r e new know ledge and s k i l l s and a l t o -
ge ther a new temper and a t t i t u d e and c a p a b i l i t y to han -
d le the comp lex p rob lems . 
When Ind ia ach ieved i ndependence it had in fac t p ro -
v i ded an o p p o r t u n i t y for u s h e r i n g in a new era of c lean 
and modern a d m i n i s t r a t i o n . But u n f o r t u n a t e l y , the new 
l eade rs of I nd ia st rangely e n o u g h , d id not make c o n -
sc ious e f f o r t to b r ing major changes in the a d m i n i s t r a -
t i v e sys tem to ach ieve and subse rve the d e m o c r a t i c 
goa ls . The k ind of adm in i s t ra t i on we requ i re shou ld have 
been h o n e s t , c l e a n , r e s p o n s i b l e , ob jec t i ve and dynamic 
and shou ld be capab le of i n sp i r i ng con f i dence and t rus t 
among p e o p l e . We are a deve lop ing soc ie ty we have s t i l l 
a long way to go. But the q u e s t i o n is tha t at the ear l y 
s t a g e of d e v e l o p m e n t , when the a d m i n i s t r a t i o n is so 
weak , f l a b b y and co r rup t , how can make s^ny c r e d i b l e 
p rog ress as a na t i on ? How can we make the peop le fee l 
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that they are part and parcel of the government ? These 
questions can not be easi ly answered. But solutions 
have to be found any way if we have to meet new chal -
lenges arising out of complex situations. In recent time 
in India basic issue which has come up, is whether the 
bureaucracy and its functioning which is inherited from 
colonial rule can respond to the changing values asp i -
rations and goals of society ? 
The upliftment of the scheduled castes and scheduled 
tribes in sphere of educational ly, economically, and so-
cially the developmental programmes in India in general 
and in U.P. in particular have assumed important propor-
tions not only in programmes content but also in the 
depth of approach to the problems of development of in-
dividual vi l lages in group and community sett ing. The 
identi f ied goals of these development projects focus on 
standard of living for the entire population part icular ly 
scheduled castes, and scheduled tr ibes, the under pr ivi -
leged sect ions, women and minor i t ies . Provisions of 
education, health, housing and social security are some 
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of the ta rge ted ob jec t i ves of these p rogrammes wh ich i n -
c lude Jawahar Rozgar Yojna (JRY) , I n d i r a Awas Yojna 
( lAY) , Emp loyment A s s u r a n c e Scheme ( E A S ) , m i l l i o n 
w e l l s schemes ( M S W ) , I n t e g r a t e d Rura l D e v e l o p m e n t 
Programme ( IRDP) , Ganga Kalyan Yojna (GKY) , Deve lop-
ment of women and c h i l d r e n in Rura l A reas ( D W C R A ) , 
T ra i n i ng of Rura l Youth for se l f emp loymen t (TRYSEM) , 
Drought prone a rea Programme (DPAP) , Deser t D e v e l -
opment Programmes(DDP), N a t i o n a l S o c i a l A s s i s t a n c e 
Programme (NSAP) , Na t i ona l Fami ly B e n e f i t Scheme, 
Rura l Water Supp ly and s a n i t a t i o n , Land Refo rms etc. 
These d e v e l o p m e n t a l p rog rammes have been imp le -
mented both by c e n t r a l government and s ta te g o v e r n -
ments, so the masses of the n a t i o n p a r t i c u l a r l y SC, ST 
and unde rp r i v i l eged sec t ion of soc ie ty can improve the i r 
l i v i n g s tanda rd and can p a r t i c i p a t e in the n a t i o n b u i l d -
ing on a whole w i thou t hav ing f e e l i n g of be ing a l i e n a t e d 
or d i s c r i m i n a t e d . Aga in un less we take the who le na t ion 
toge ther the dream of ove ra l l deve lopmen t of Ind ia can-
not be r e a l i s e d . We must a lso ensu re the p a r t i c i p a t i o n 
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of a l l s e c t i o n s of soc ie ty in the p rocess of na t i on b u i l d -
ing . 
For the imp lemen ta t i on of deve lopmen ta l p ro jec ts and 
to ach ieve d e s i r e d resu l t s of t hese p r o g r a m m e s w e f i r s t 
need an army of d e d i c a t e d and p r o f e s s i o n a l l y t r a i n e d 
p e r s o n n e l . The rec ru i tmen t of the s u i t a b l e p e r s o n n e l is 
the most f u n d a m e n t a l to the p e r s o n n e l a d m i n i s t r a t i o n . In 
the o lden d a y s , when pub l i c a d m i n i s t r a t i o n was a smal l 
and s imp le a f f a i r s , there was no such prob lem in regard 
to the s e l e c t i o n of pe rsonne l . The rec ru i tment of employ-
ees needed was per fo rmed by the k ing h imsel f . But when 
the gove rnmen t began to play the v i t a l role and it became 
a w e l f a r e s t a t e , g radua l l y the p rob lem of s e l e c t i o n of 
p e r s o n n e l s t a r t e d . Then need to d e v i s e a s c i e n t i f i c 
method of r e c r u i t m e n t was e a r n e s t l y f e l t so that at less 
cost and in a sho r t t ime a c a p a b l e team of emp loyees 
cou ld be p r o c u r e d . 
As the l a b o u r market become t i g h t e r and t i g h t e r and 
s c a r c i t y of t a l e n t in many s p e c i a l i z e d f i e l d s more and 
more e v i d e n t , the p rob lem of r e c r u i t m e n t become more 
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c o m p l i c a t e d and d i f f i c u l t . P roper s e l e c t i o n and p l ace -
ment of new emp loyees is a p r e r e q u i s i t e for the d e v e l -
opment of an e f fec t i ve work ing force in any o rgan i za t i on . 
The main a im shou ld be to ensure as far as poss ib le that 
e m p l o y e e s are engaged in j obs where they have a f a i r 
chance of b e i n g success fu l and at the same t ime we l l 
a d j u s t e d to t h e i r work and i t s s u r r o u n d i n g c i r c u m -
s tances . A f a u l t y recru i tment po l i cy i n f l i c t s a permanent 
weakness and l i ab i l i t y on the a d m i n i s t r a t i o n . 
P la in ly s p e a k i n g , r e c r u i t m e n t is the p rocess of ex-
haus t i ng a l l the sources for f i n d i n g p rospec t i ve employ-
ees . It is the process of f i n d i n g su i t ab le emp loyees and 
s t i m u l a t i n g them to app ly for j obs in the o r g a n i z a t i o n . 
N e g a t i v e l y the rec ru i tmen t a ims at e l i m i n a t i n g the per-
sons not du l y q u a l i f i e d for the p o s i t i o n s . Pos i t i ve ly , a 
sound r e c r u i t m e n t po l icy s t r i ves to max imize the mob i l i -
z a t i o n of s k i l l s and ta len ts so as to p lace the r i gh t man 
on the r i g h t j o b . Marsha l l E .Dimock has ap t l y obse rved 
>t it is s e c u r i n g the r ight people for pa r t i cu la r jobs and 
t ake the form of a d v e r t i s i n g for l a rge g roups of 
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employees or t r a i n i n g taking out a h igh ly s k i l l e d i n d i v i d u -
a l s f o r spec ia l wo rk . I n i t i a l rec ru i tmen t of the r i gh t per-
son for each j o b is most e s s e n t i a l to e n s u r e good a d -
m i n i s t r a t i o n . No a m o u n t of i n - s e r v i c e t r a i n i n g or 
r eo r i en ta t i on p rog ramme of job ro ta t ion can set r igh t the 
in i t i a l m is take of p i c k i n g up a wrong man. 
The p e r s p e c t i v e of deve lopmen t s p e c i a l l y in a la rge 
agrar ian economy l i ke India l ies not only in hastening the 
p rocess of t e c h n o l o g y i n n o v a t i o n and i ts a d a p t a t i o n in 
i ndus t ry but in a more wholesome app roach wh ich in the 
present con tex t wou ld invo lve the ass im i l a t i on of our ru -
ral subsys tem to the urban main s t ream. Such a p rocess 
it is b e l i e v e d w o u l d e s s e n t i a l l y i nvo lve a change in the 
s t r u c t u r a l p a t t e r n of our soc ie ty and sh i f t our p e r s o n a l 
o b l i g a t i o n f rom marke t de te rm ined p r i o r i t i e s to s o c i a l l y 
de te rm ined b a s i c n e e d s . 
India l aunched her massive programmes of s o c i o - e c o -
nomic d e v e l o p m e n t in 1952 wi th a v iew to l i f t her teem-
ing m i l l i ons f rom the scourge of poverty, unemp loymen t , 
i l l i t e r a c y , i g n o r a n c e and d isease and to g i ve them d ig 
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n i f ied human l i f e . Communi ty deve lopment movement in -
augura ted in October 1952 la id spec ia l e m p h a s i s on the 
development of the local communi ty as d i s t i n g u i s h e d from 
the deve lopmen t of the coun t ry as a w h o l e . However , the 
e m p i r i c a l s t u d i e s show that " the g rand Communi ty De-
v e l o p m e n t P r o g r a m m e c o n c e i v e d as a p e o p l e ' s , p ro -
grammes f a i l e d to take off because it d e g e n e r a t e d into 
a gove rnmen t p rog ramme des igned and e x e c u t e d so le ly 
by o f f i c i a l w i t h o u t peop le ' s invo lvement " . 
The D is t r i c t o f f i ce r is the p r i nc i pa l c o o r d i n a t o r of the 
d e v e l o p m e n t p r o g r a m m e s of the d i s t r i c t . Most of the 
f u n c t i o n s in the f i e l d of d e v e l o p m e n t a l p r o g r a m m e s are 
t e c h n i c a l in n a t u r e . In o rder to a c c o m p l i s h the c o o r d i -
na t ion of f i e l d o p e r a t i o n s , the D is t r i c t O f f i ce r must gain 
personal know ledge of local cond i t ions and the func t ions 
of each f i e l d agency and an i n t ima te acquan tance wi th 
the f i e l d s u p e r v i s o r s and be p repa red to a c k n o w l e d g e 
h imse l f as a l eade r of his equa l s . No doubt w i t h h is ex-
pe r i ence he p l ays a dom inan t ro le in the r e a l i z a t i o n of 
the o b j e c t i v e s of the deve lopmen t p r o g r a m m e s . 
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As s t a t e d ea r l i e r we can not r e a l i z e the set goals of 
d e v e l o p m e n t p rog rammes un less we manage to recru i t 
t ra ined profess iona l to e x e c u t e t h e m . So far as p ro fes -
s i o n a l i s m is concerned it i n c l u d e s two main a t t r i b u t e s -
s k i l l s in one ' s job as a r e s u l t of t r a i n i n g and sus ta ined 
expe r i ence , and the fundamenta l knowledge and deep fa -
m i l i a r i t y w i th a sub ject tha t e n a b l e a man to move wi th 
ease among its concepts . P r o f e s s i o n a l i s m has of late be-
come a fash ionab le term, a lmost a byword in the par lance 
of pub l i c personne l a d m i n i s t r a t i o n . In the ra is ing debate 
of the day, the s logan among the p u b l i c se rv i ces seems 
now to be p r o f e s s i o n a l i s e or p e r i s h . 
O p i n i o n of the s c h o l a r s on p r o f e s s i o n a l i s m may 
b r o a d l y be d i v i ded in to t h r e e s c h o o l s - the d e f i n i t i o n 
s c h o o l , t he e v o l u t i o n a r y s c h o o l and the r e v i s i o n i s t 
schoo l . Each of these schoo ls has g iven a new dimension 
to t h e c o n c e p t of p r o f e s s i o n a l i s m . A c c o r d i n g to 
d e f i n i t i o n a l schoo l , a p r o f e s s i o n is an occupa t ion based 
upon spec ia l i zed i n te l l ec tua l s tudy and t ra i n i ng , the pur-
pose of wh i ch is to supp ly s k i l l e d se r v i ce or adv ice to 
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Others. The s c h o l a r s of evo lu t i ona ry schoo l be l i eve that 
whenever an o c c u p a t i o n a l g roup begin to emphas i ze the 
app l i c a t i o n of s c i e n t i f i c knowledge in the i n te res t of the 
c l i e n t s , the g r o u p is sa id to be p r o f e s s i o n a l i s e d . The 
advoca te of r e v i s i o n i s t s c h o o l have c o n c e n t r a t e d on 
componen ts of p r o f e s s i o n . They conc lude the examina -
t ion of the c h a r a c t e r i s t i c s of p r o f e s s i o n a l i s m by no t ing 
the d i v e r g e n c e be tween the deve lopmen t of know ledge 
in the abs t rac t and a p p l i c a t i o n of such know ledge to in -
d i v i d u a l in a work s i t u a t i o n . 
It is now g e n e r a l l y b e l i e v e d that the p u b l i c se rv i ces 
of yes te rday , t h e i r s t r u c t u r e , p rocedu re , p e r s o n n e l , re -
c ru i t i ng po l icy e tc . are go ing to be genera l l y inadequate , 
and w i l l in r e a l i t y , be t h r o w n out of gear , to cope w i th 
the a d m i n i s t r a t i v e exce l l ence of tomorrow. Indeed , meet-
ing the fu tu re c h a l l e n g e s square ly enough w i l l be an im-
p o s s i b l e e x e r c i s e for s t a t u s quo i s t i c s e r v i c e w i t h on ly 
t r a d i t i o n a l or c o n v e n t i o n a l sk i l l s ava i l ab le w i th them, it 
wou ld su re l y need a new commi tment , a pervasive and 
pe rmea t i ve ethos, and sha rpe r too ls and equ ipmen ts 
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In India though the commanding he igh ts of admin i s t ra -
t i on are s t i l l by and la rge the g o v e r n m e n t s p rese rves , 
w ind of change has s ta r ted b low ing over the a d m i n i s t r a -
t i ve l andscape and some s igns of p r o f e s s i o n a l cum spe-
c ia l i s t den ta rea l so ev ident . But s t i l l p ro fess iona l i sm has 
not comp le te l y been in jec ted in to the ve ins of Ind ian a d -
m i n i s t r a t i o n and remains s p o r a d i c in c h a r a c t e r . It s t i l l 
has not been in t roduced as apar t of des i gn or consc ious 
p lan or a long- te rm pol icy . Wh i l e it is not sugges ted that 
t he re s h o u l d immed ia te l y be a t o t a l b lood t r a n s f u s i o n 
a f te r emp ty i ng a l l the o ld bo t t les , the need for adequa te 
doses of p r o f e s s i o n a l i s m is i n e s c a p a b l e and , hence re -
qu i r es to be s t ra igh t way r e c o g n i z e d and ac ted upon . 
In o rde r to meet the c h a l l e n g e s of deve lopmen t we 
s h o u l d evo lve a c o m p r e h e n s i v e t r a i n i n g p o l i c y wh i ch 
shou ld o u t l i n e the scope of a l l t r a i n i n g a c t i v i t i e s , ap -
p roaches to t ra in ing needs, assessmen t of the p r i o r i t i e s 
and f i nanc ing arrangements, the ro le and func t ions of di f-
f e ren t ca tego r i es of t r a i n i ng i n s t i t u t i o n s and mechanism 
for c o o r d i n a t i n g the i r wo rks , l i n k a g e of t r a i n i n g to ca -
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reer p l a n n i n g and d e v e l o p m e n t and g u i d e l i n e s fo r the 
m o n i t o r i n g and e v a l u a t i o n of t r a i n i n g . A c o m p r e h e n s i v e 
and c o h e r e n t t r a i n i n g p o l i c y must become an i n t e g r a l 
part of the government ' s pe rsonne l f unc t i on and must be 
so i m p l e m e n t e d . 
U n d o u b t e d l y a f te r the i n d e p e n d e n c e the s u c c e s s i v e 
gove rnmen t in Ind ia la id much emphas i s on the t r a i n i n g 
but it has f a i l e d to f i n d d e s i r e d r e s u l t s due to v a r i o u s 
reasons . It is we l l known fac t tha t t r a i n i ng has been f r e -
q u e n t l y done fo r the w rong r e a s o n s and in the wrong 
ways, Somet imes it is g i ven as a reward for ones s e r v -
ices in a p a r t i c u l a r d e p a r t m e n t , but w i thou t any p r e -
t r a i n i n g as to how the t r a i n i n g g i ven is p roposed to be 
u t i l i z e d a f te r the t r a i n e e ' s r e t u r n f rom the cou rse . De-
sp i te numerous p ronouncemen ts at regu lar in te rva ls that 
t r a i n i n g p rog rammes must be r e l a t e d to a p r o c e s s of 
s y s t e m a t i c ca ree r d e v e l o p m e n t , the t r a i n i n g a g e n c i e s 
e i ther at the level of the cen t ra l government or state gov-
e rnmen ts have not been ab le to ach ieve the i r c o o r d i n a -
t i o n . I n t e r e s t i n g l y some o f f i c e r s app ly for t r a i n i n g sim-
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piy to escape f rom the hard work or r e s p o n s i b i l i t i e s of 
j o b , or to a v o i d t r a n s f e r to a ha rd s t a t i o n . And most of 
the t r a i n i n g o p p o r t u n i t i e s are g e n e r a l l y u t i l i z e d by the 
sen ior l eve l o f f i c i a l w i th the resu l t tha t many of the mid-
dle level of f ic ia ls, who are crucial p l a y e r s in the p o l i t i c a l 
p rocess , v i r t u a l l y have no in - service t ra in ing throughout 
the i r ca reer . 
Fur thermore those who are respons ib le for prov id ing 
leadership to training activit ies have often treated their func-
t ion as a d iscrete event rather than an overa l l programme of 
organ izat iona l improvement or re la t ing to actual work envi-
ronments. A r igorous eva luat ion of t r a in ing programmes In 
the context of organizat ional and env i ronmenta l frame work 
has been lacking in most of the t ra in ing e f for ts . Coupled with 
that has been the absence of systemat ic moni tor ing and fo l -
low up of the ef fects of t ra in ing on one 's career develop-
ment or per formance on the job. A p iecemeal approach to 
training would only lead to a massive waste of resources and 
a lack of coord ina t ion in their use, c rea t ing an atmosphere 
of f rus t ra t ion and cynicism. 
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The func t i ons wh ich a c i v i l se rvan t has to per fo rm in 
d e v e l o p i n g soc ie t y of ten demand sk i l l s for which a formal 
u n i v e r s i t y e d u c a t i o n at a young a g e , howeve r b road 
based can sca rce l y be a d e q u a t e nor can they p o s s i b l y 
be acqu i red through exper ience a lone . In a wor ld of grow-
ing p r o f e s s i o n a l i s m and fas t chang ing techno logy , those 
who run the coun t ry must upda te t h e i r k n o w l e d g e p e r i -
o d i c a l l y and be f a m i l i a r w i t h the t r e n d s of c u r r e n t 
t hough t , deve lopments in the t e c h n o l o g i c a l f i e l d and ap-
p l i c a t i o n s of new c o n c e p t s and a p p r o a c h to s o l u t i o n of 
p r o b l e m s in impor tan t a reas of pub l i c a d m i n i s t r a t i o n . If 
the pace of deve lopmen t is to be q u i c k e d and the coun -
t ry is not be lef t b e h i n d o thers , a p rope r t r a i n i n g of the 
p e r s o n n e l who execu te and imp lemen t the d e v e l o p m e n -
ta l p rog rammes of the government is necessa ry . 
The t ra in ing for pub l ic servants in deve lopment admin-
i s t r a t i o n shou ld aim at i n c u l c a t e a g e n e r a l e d u c a t i o n a l 
and ques t i on ing approach ra ther than t each ing techn ica l 
s k i l l s . V iewed thus, what a pub l i c s e r v a n t wou ld seem to 
need is a gene ra l a d m i n i s t r a t i o n t r a i n i n g ra the r than 
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p r o f e s s i o n a l i s e d t r a i n i n g . Only those who have to han -
d le s p e c i f i c d e v e l o p m e n t p ro jec t s h o u l d have p r o f e s -
s i o n a l i s m . S p e c i a l i z e d t r a i n i n g may be p r o v i d e d sepa -
ra te ly for mee t i ng the needs of i n d i v i d u a l d e p a r t m e n t s . 
A gene ra l r e a c t i o n to p r o f e s s i o n a l i s m wh i ch is o f ten 
expressed is tha t they are t heo re t i ca l and academic and 
of no r e l e v a n c e to the p r o f e s s i o n a l r e q u i r e m e n t s of the 
p a r t i c i p a n t s . Th i s r e a c t i o n s to p r o f e s s i o n a l i s m is g e n -
era l ly expec ted among genera l i s ts whose expe r i ence and 
in te res t have d e v e l o p e d among d i f f e r e n t l i nes eg. some 
in the f i e l d of r u r a l deve lopmen t and e m p l o y m e n t p ro -
grammes, some in land reform and o the rs in tax adm in i s -
t r a t i on or sma l l sca le indust ry . 
However , the e x p e r i e n c e of many d e v e l o p i n g na t i ons 
as of Ind ia d u r i n g the past f i ve d e c a d e s s u g g e s t s that 
the deve lopment of a modern iz ing na t ion is ex t rao rd ina ry 
d i f f i cu l t and r e q u i r e s h igh ly sk i l l ed human r e s o u r c e s . A 
d e v e l o p i n g n a t i o n m pa r t i cu l a r r e q u i r e s a h i g h l y q u a l i -
f i ed and t r a i n e d p u b l i c servents who can cope w i t h the 
c h a l l e n g e s of d e v e l o p m e n t and f a c i l i t a t e the d e l i c a t e 
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p rocess of mak ing p o l i c i e s , d e c i s i o n s and manage the 
comp lex a c t i v i t i e s to imp lement t hem. 
In Ind ia a f te r i n d e p e n d e n c e , in o rder to meet the re -
q u i r e m e n t s of a new gove rnmen t tha t t r a i n i n g became a 
i n teg ra l par t of the personne l po l i c ies of the government. 
A l m o s t a l l t he r e p o r t s on a d m i n i s t r a t i v e re forms from 
Gorwala Repor t (1953) to the repo r t s of A d m i n i s t r a t i v e 
Reform Commiss ion (1960 -72 ) and many o the rs have i n -
v a r i a b l y e m p h a s i z e d the need for a s y s t e m a t i c and co-
herent t r a i n i n g a career deve lopment of pub l i c se rv i ces . 
As a resu l t of these a t tempts , there has been a p r o l i f e r a -
t i o n in thenumber of training institutions and the number of 
e m p l o y e e s r e c e i v i n g t r a i n i n g in v a r i o u s t e c h n i c a l and 
g e n e r a l i z e d aspec ts of pub l i c a d m i n i s t r a t i o n . 
However , d e s p i t e the above fac ts it is i ndeed a very 
d e b a t a b l e i ssue in Ind ia , whether the e f f o r t s at t r a i n i n g 
have p r o d u c e d any s u b s t a n t i a l r esu l t s and led to any 
be t te r management of p lans or p o l i c i e s . Whi le it is d i f f i -
cu l t to a r g u e tha t mass ive i nves tmen t in t r a i n i n g p ro -
grammes have led to s i g n i f i c a n t imp rovemen ts in the ca 
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p a b i l i t y of a d m i n i s t r a t i o n to r e s p o n d to the cha l l enges 
of d e v e l o p m e n t , it can however be m a i n t a i n e d that the 
absence of such t r a i n i n g f a c i l i t i e s wou ld have ce r ta in l y 
led to a g rea te r f a i l u r e of deve lopment e f f o r t s . It should 
a lso be r e a l i z e d tha t t r a i n i n g can n e i t h e r be a so lu t i on 
to a l l a d m i n i s t r a t i v e i l l s . It canno t a l so f u l f i l l the gaps 
c r e a t e d by defec t ive admin is t ra t ive s t ruc tu res , cumber-
some ru les and p rocedu res and i n a d e q u a t e resou rces . 
Current s tatus of t ra in ing suggests that a iv ide gap st i l l 
exists between var ious measures recommended for strength-
ening the t ra in ing machingj"y for development and the extent 
to which they are pract iced. More than the t ra in ing centres, 
the state governments hold the key to fu rn i sh ing t ra in ing 
funct ions. The gap appears to be the weakest l ink on account 
of admin is t ra t ive and orgnisat ional issues. If it is narrowed 
by a f f i rmat ive ac t ion by respect ive government, t ra in ing for 
development w i l l rece ive a magnetic boost . A perspect ive 
t ra in ing shou ld be prepared in every state for al l develop-
mental personne l at var ious level of deve lopment adminis-
t rat ion. 
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